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ABSTRACT

THEY DECIDED TO BE EDUCATORS: A STUDY OF AFRICAN AMERICAN MALE
EXPERIENCES IN THE K-12 EDUCATION SYSTEM
Sherry Reynolds-Whitaker, Ed.D.
Department of Counseling, Adult and Higher Education
Northern Illinois University, 2016
LaVerne Gyant, Director

This is a study of African American male teachers’ experiences in K-12 schools across
multiple states and school districts. The research explores the motivation of African
American male teachers to consider a career in teaching; the challenges they faced in the
teacher education programs and in the classroom; their support systems that they had from
beginning of the education journey to today; and how they actually described the experiences
of being an African American male teacher in urban, suburban, and other settings within the
K-12 learning environment, including understanding the underlying forces that affected these
teachers’ decisions to change careers or to stay in their current schools or the teaching
profession altogether.
This qualitative study obtained data from ten African American male teachers by
using an in-depth interview structure with 22 open-ended questions that lasted 50-90 minutes.
This dissertation builds on the growing literature that investigates the shortage of minorities in
education and how improving diversity in the classroom can change school dynamics that
affect the pathways into the teaching profession, recruiting, retaining and experiences of
African American male teachers.
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An Old Man’s Thought of School

An old man’s thought of school;
An old man, gathering youthful memories and blooms, that youth itself cannot.

Now only do I know you!
O fair auroral skies! O morning dew upon the grass!
And these I see – these sparkling eyes,
These stores of mystic meaning – these young lives,
Building, equipping, like a fleet of ships – immortal ships!
Soon to sail out over the measureless seas,
On the Soul’s voyage.

Only a lot of boys and girls?
Only the tiresome spelling, writing, ciphering classes?
Only a Public School?
Ah more – infinitely more;
(As George Fox rais’d his warning cry, “Is it this pile of brick and
Mortar – these dead floors, windows, rails – you call the church?
Why this is not the church at all – the Church is living, ever living Souls.”)
And you, America,
Cast you the real reckoning for your present?
The lights and shadows of your future – good or evil?
To girlhood, boyhood look – the Teacher and the School.

Walt Whitman (1874)

CHAPTER 1
INTRODUCTION

Background

Walt Whitman’s poem ends with the teacher and the school, reminding us that the
teachers and the school are conjoined. You cannot have one without the other, emphasizing
the seriousness of education and carefully identifying and evaluating teachers that should be a
good fit for any K-12 education system. A key part of becoming a teacher is accepting the
role of helping and assisting the younger generation. The teacher is responsible for the safety
of each child who makes it to the classroom on any given day. The teacher is most often the
person relied upon to help with academic development and, in some instances, social and
emotional development. Thus, selection of teachers becomes the most important job for
administration and human resources departments.
In previous years, the United States led the world in college graduates and excelled in
academics (Pluviose, 2011). Today, the U.S. is 14th in graduating college students (Hughes,
2012). If the United States desires to meet its needs for globalization and gain world-class
status in the most crucial areas of education, science, and technology, a diverse teaching
population has to be prepared and retained to be successful. Teachers play important roles in
helping to prepare students for careers ranging from entry-level clerks to scientists who seek
cures for chronic diseases. A diverse teaching pool can contribute to creating knowledge
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workers and encourage more people of color to attend and complete college education
programs (Pluviose, 2011).
However, the National Education Association’s (NEA, 2004) assessment on diversity
in the teachering profession has addressed the issues that are prevalent today and found that
the percentage of teachers of color is not aligned with the students in states with a large
population, except in Hawaii and the District of Columbia. According to the NEA (2004),
teachers of color are likely to be employed in districts with 30% or more minority students,
and minority teachers are geographically isolated from their White counterparts in teacher
education programs and where they are employed. In particular, a small group is
underrepresented in the teaching profession. That group is men, specifically men of color.
Cicero’s famous quote, “What nobler employment, or more valuable to the state, than that of
the man who instructs the rising generation” (Cicero, n.d., p. 4), implies that men are valuable
to the education profession because they, too, prepare the next generation.
Schools are becoming more and more diverse, yet the teaching staff seems to be less
diverse (Pastermak & Longwell-Grice, 2010). Approximately 18% of elementary and middleschool teachers are male, whereas 2% of the pre-K and kindergarten teacher population is
male (NEA, 2009). Of the 18 % male teachers, only 1.7% of them are African American
males, the lowest rate in over four decades (NEA, 2009). This especially becomes a problem
in rural and urban areas where African American male students are more prevalent and lack
male role models. In the United States, an urban area has a population density of more than
1,000 people per block; suburban is considered an area with single-family housing
surrounding a larger metropolitan.
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The National Center for Education Statistics (NCES, 2010) reported that 17% of
primary and secondary students in the nation are African American; 14% rural and 47.1%
urban. Additionally, the city of Chicago, the third largest public school district, had a total
enrollment of 407,510 in 2010and over 40% were African American, yet less than 26% of
teachers were African American (NCES, 2010). Escambia County School District located in
Florida has a total of 2,200 teachers and only 53 are African American males (Dogan, 2010).
Also, Randolph Public Schools in Massachusetts has 52% of African American students who
are taught by only 5% African American teachers (Boser, 2014). In 40% of the public
schools across the nation, there is not one teacher of color, Black or Hispanic, and this is one
of the reasons U.S. Secretary of Education Arne Duncan has focused on diversity and
improving the numbers of minority teachers (Bireda & Chait, 2011). According to Boser
(2011), “Such large differences between the numbers of teachers and students of color are
common across the country. More than 20 states have differences of 25 percentage points or
more between the diversity of their teacher and student population” (p. 2).

Path to Becoming an Educator

There are many ways to become an educator and potentially develop the next
generation of leaders in the K-12 system. At a minimum, an educator has to take five steps to
become a teacher: 1) obtain a high school diploma regardless of how one becomes a teacher,
2) obtain a bachelor’s degree, 3) complete a teacher education program during college or after
completing a bachelor’s, 4) complete teacher credential exams, and 5) complete state specific
requirements (Ahmad & Boser, 2014). This study highlights the path it takes for African
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American males to become a teacher because there has been no research conducted on the
path it takes an African American male must take to complete a teacher education program
compared to other demographics. The path is identified and highlighted for African American
male educators, including the areas that show differences compared to females and other male
educators. Appendix A illustrates the path to becoming an educator.
Although everyone’s path to becoming a teacher may be a unique experience, this
qualitative research is focused on African American males’ experiences as K-12 teachers.
This study examines what motivated them to become teachers; the education experiences,
challenges, and successes they have experienced; and how they perceive their role as an
educator.

Why Diversity Is Important

Teachers are responsible for creating a positive learning environment that challenges
the student to grow and mature (Angus & De Oliveira, 2012; Boser, 2014). They have the
obligation to carry out the mission of the local, state, and federal agencies related to academic
standards and student performances. Among their many duties, a teacher has the task of
encouraging the development of his or her students, which is why a diverse workforce is so
important (Boser, 2011).
Much has been written about diversity in education programs and how to prepare preservice teachers for diversity in race, ethnicity, sexual orientation, language, and class (Angus
& de Oliveira, 2012). The NEA (2014b) reports on diversity and writes that there is a need to
recruit more teachers of color, analyze best practices for retaining minorities that encourage
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high academic achievement, and advocate for state and federal policies that focus on
recruiting and retaining diverse teaching staff.
The growth in the U.S. population is mainly due to the distribution of Hispanic
students which has risen from 9% to 16.4% from 1990 to 2010 (Snyder & Dillow, 2012).
This has changed the way world languages are viewed and the type of teachers needed to
teach a growing ethnic group that is expected to be the numerical majority by 2035 in the K12 education system (Beasley, Gartin, Lincoln, & Penner-Williams, 2013).
Class or socioeconomic status (SES) is another form of diversity and has concerned
educators because of the connection to poor academic achievement (Angus & de Oliveira,
2012). The majority of the school districts that have low-SES students are known to use
outdated materials and have unqualified teachers throughout the system (Angus & de
Oliveira, 2012). It is imperative that teacher education prepare pre-service teachers for diverse
classrooms by incorporating knowledge of the student into culturally responsive curricula to
honor students for what they know (Gay, 2002). This requires teachers to have sociocultural
consciousness to know and understand the students they teach (Angus & de Oliveira, 2012).
Diversity has to be integrated; there is no one-size-fits-all because students come
from different backgrounds with global experiences (Angus & de Oliveira, 2012). It is a
problem when students of color do not have a teacher of color as a role model (Boser, 2011),
and with the state of the teacher workforce demographics, it is important to seek out quality
teachers who specialize in implementing culturally responsive curricula (Gay, 2002).
Inner-city Black male students in primary and secondary education need positive male
role models in their daily lives to become academic achievers. Wells-Wilbon and Holland
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(2000) study identified programs, like Project 2000, that are designed to help inner-city
students advance in K-12 education. Project 2000 allows African American men to come into
the classroom to mentor boys who may have come from similar backgrounds (Wells-Wilbon
& Holland, 2000).
The results of Wells-Wilbon and Holland’s (2000) research highlighted what the 55
participants liked about Project 2000. There were clearly four areas of concentration: 1)
satisfaction with Project 2000, 2) satisfaction with the program overall, 3) how the program
made the participants feel about themselves, and 4) learning experiences gained through the
program. These four categories identified that the men in the program were truly there for the
students and that they taught them important values and life skills (Wells-Wilbon & Holland,
2000). Over a period of time, this type of interaction helped kids stay on track and complete
their secondary education, which is a large pool of potential workers to contribute to the
workforce, including potential educators.
Project 2000 is the program to emulate because over the last few years the number of
African American males incarcerated has increased while the number of them graduating
from college has declined. This may lead some to believe that the state of African American
males is a remnant from the U.S.’s dark past in segregated education, as discussed later in the
section on historical perspective on African American educators. Politics and discrimination
definitely played a role in the way education was structured and funded in the past. These can
absolutely play a role in excluding a minority group if supported by the law of the land today.
Regardless of the path to become teacher, some have to be willing to teach in public
schools in urban and high-poverty areas where there are many challenges such as poorly
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funded facilities and outdated material and equipment (Angus & de Oliveira, 2012).
Alternative-route programs may help with diversifying the teaching staff (Constantine, Player,
Silva, Hallgren, Grider, & Deke, 2009), specifically for African American males who may be
looking for a chance to improve public education in the areas that need them the most.

Problem Statement

The ratio of teachers to students is not at all representative of the student population in
the K-12 school districts across the nation (Chmelynski, 2005; Pluviose, 2011). For example,
as of June 2011, less than 2% of American teachers were African American males (Bureau of
Labor Statistics, 2012). Prior to the Supreme Court issuing the landmark ruling in the 1954
Brown case, mandating that the United States integrate public schools, approximately 82,000
teachers were African American (Haney, 1978), 49% were men and 51% were female (Fultz,
1995). After the ruling, African American teachers lost their jobs, especially those in the
smaller educational systems. Haney (1978) said:
This pattern of black educator displacement occurred shortly after the implementation
of the decision in Oklahoma and West Virginia. It is estimated, for example, that
between 1955 and 1957 approximately 317 black educators in Oklahoma lost their
jobs because of integration while West Virginia reported a loss of twenty-five teachers
and administrators because of the Brown decision during the same period. (p. 90)
Whether teachers are in the private or public sector, the majority of teachers in the K-12
education are female, while Blacks and Hispanics are the most underrepresented, particularly
African American male teachers (Ahmad & Boser, 2014; Nicolas, 2014).
According to the U.S. Bureau of Labor Statistics (2012 ), there were approximately
3,965,000 elementary and secondary school teachers; men represented 18.6% elementary and
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middle school combined (9.8% were African Americans, 2.1% Asians, 10.3% Latinos); men
also represented 42.7% of secondary school teachers (6.0% were African Americans, 3.1%
Asians and 7.6% Latinos). This resulted in a decrease of African American secondary school
teachers from 7.4% in 2011 to 6.0% in 2012, and of the 6% African American teachers, only
1.7 % were males (NEA, 2009). This is a major problem and this study looked at possible
reasons why a district’s staff is not reflective of the students and the families it serves. The
ideal ratio of teacher to student is for the educator to represent the U.S. population, which is
approximately 6% for African American males, and there has not been much progress in this
area (NEA, 2009).
Clements (2013) cites several reasons for the current shortage of African American
male teachers: 1) they feel they lack the sensitive skills (caring work is typically the females’
job), 2) they feel they are being judged in that profession, 3) a teaching career lacks status,
and 4) low paying wages. This scarcity may also be due to the lack of relevant pedagogy to
improve student achievement (Brown, 2009). Relevant pedagogy is giving the educator what
is needed to connect with the student in a way that is completely controlled by the teacher
who makes decisions on what is learned and how it is learned in the teacher-controlled
environment (Pew, 2007) to enhance teacher effectiveness (Bell, 2014) and to incorporate the
home and community culture in the classroom (King, 1993). Black men bring a different
style to the teaching profession and are not afraid to demonstrate personal power to gain
respect from the African American students (Brown, 2009). These are obviously challenges
that the African American male educators and the K-12 school systems have to overcome to
improve the overall numbers.
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Not having a diverse teaching staff that is representative of the U.S. population could
be problematic and needs to be examined, especially if the U.S. wants to increase the number
of minority students who graduate from high school. As the demand continues to increase for
minorities, the supply is steadily decreasing (NEA, 2014a). Unfortunately, the larger the
numbers of students of color in the K-12 classrooms, the greater the discrepancy in the
percentage of teachers of color (NEA, 2009).
Within the K-12 system, the majority of the educators had few experiences where they
were in contact with students of different races or socioeconomic backgrounds growing up
(Frankenberg, 2009). Kunjufu (2011) states, “83 percent of elementary school teachers in
America are White females. Literally, the future of the Black race is in the hands of White
female teachers, yet many will admit they did not receive one class on Black history, Black
culture, or Black male learning styles in college” (p. x).
Another reason this is a problem has to do with the globalization of the world. If
school districts do not have a diverse teaching staff and administrators, students will lack the
experience of others who are different from them. It is important for a White student to be
exposed to teachers of color for their development as well. They then have the opportunity to
learn from different perspectives that can possibly challenge stereotypes (Frankenberg, 2009).
Chmelynski (2005) noted that men are discouraged from teaching in private and
public K-12 education systems due to fear of accusations of abuse and social status as a male
teacher. Elementary education has a small number of male teachers (NEA, 2009) because
women are trained to nurture and men are trained to teach subjects that are common at middle
and high school levels (Chmelynski, 2005). While some of the complexity of the problem is
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rooted in the history of the United State, it is also social and gender aspects that are
intensifying the problem (Medford, Knorr, & Cook, 2013). Whether the problem is due to
low pay, fear of accusation, lack of support, or lack of preparation, this study is informative
because Black male teachers’ voices are nonexistent in the literature.

Research Questions

The major concern of this study is to highlight the experiences of African American
male educators in the K-12 education system and to understand their experiences as teachers.
The research questions guiding this study are:
A. What motivated African American males to become teachers?
B. What challenges do African American male teachers face as they pursue a teaching
career?
C. What type of support systems do African American males have as they pursue
their teaching career?
D. How do African American male teachers describe their experiences as teachers?

Purpose Statement

The purpose of the study is to understand the experiences of African American male
educators who have chosen to teach in the K-12 system, and their personal perspectives of
their experiences from college into the classroom and beyond were sought. The research adds
to the understanding of what inspired them to seek a teaching career. The field of education
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needs to understand how the secondary education experience prepared educators to become
early childhood, middle school, and high school teachers.
This study identified programs that were successful at increasing retention rate of
traditionally admitted African American male educators, typically from first year to second
year, in good academic standing, through mentoring programs. The study is intended to
provide information on programs that consistently supported those pursuing teaching degrees
and certificates in colleges of education as well as bring awareness to the roles recruiting and
mentoring play in helping African American males to succeed as educators.

Significance of the Study

This study is intended to uncover insights into and the understanding of the
experiences of African American male K-12 educators. African American male elementary
teachers are needed to serve as role models as well as to increase diversity in elementary and
secondary education across the nation (Wells-Wilbon & Holland, 2000). More male role
models are needed in the inner-city schools, so it is important to increase the number of
African American males in the K-12 system. The lack of male roles in the classroom can no
longer be overlooked if the desire is to achieve and maintain global status.
The studies and research geared toward African American teachers, career
development, and recruiting minorities in education are the basis for the investigation. This
inquiry gained a better understanding of the journey of African American male educators who
have worked in the K-12 education system as well as added to the literature. Unfortunately,
the number of African American males entering the field is not improving (Pluviose, 2011).
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There are limited data on ways to track and retain African American males who plan to
become teachers. This study learned more about African American male teachers, their entry
into the field of education, and the support systems, challenges, and beliefs that motivate them
to remain in K-12 education.

Theoretical Framework

This qualitative study used three theories to help explain African American male
teachers in the education environment. Social cognitive theory was introduced by Bandura
(2001) and states that individuals learn through observing others and modeling behaviors.
Intrinsic and extrinsic types of motivation have been researched with some success in
understanding how they enhance personal growth (Deci, Vallerand, Pelletier, & Ryan, 1991).
Likewise, motivation theory expands on human inspiration and whether behavior is based on
the educator’s need to be competent and/or self-determined (Deci & Ryan, 2000). Last,
Super’s (1980) career model is based on the belief that self-concept allows individuals to be
distinct and aware of a composite view of oneself (Bong & Skaalvik, 2003; Lewis, 1990). It
recognizes all life stages from birth to the declining stages of life and that individuals continue
to develop and change as they get older as a result of life experiences.

Social Cognitive Theory

The basis of social cognitive theory is modeling learned behaviors (Bandura, 1989).
Social cognitive theory, as it relates to mentoring, helps individuals understand the relevance
by stating social learning contributes to the importance of modeling practices, and mentoring
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is the ultimate result of social learning (Denson & Hill, 2007; Merriam, 1983; Merriam,
Caffarella, & Baumgartner, 2007). Mentoring through social learning may be relevant to
encouraging and inspiring students from underrepresented or at-risk groups (Heggins, 2004).
Mentorships influence the student’s self-efficacy and strengthen the relationship between
mentor and mentee (Bong & Skaalvik, 2003).
Bandura’s work (1993) on social cognitive development supports the role intrinsic
motivation plays and how this form of motivation can derive from one’s own desires and
goals in completing something such as an education in teaching, which is preferable in a
learning setting (Cullen & Greene, 2011). Intrinsic motivation is apparent in individuals who
grow cognitively, intellectually, and emotionally (Bouwma-Gearhart, 2012). Intrinsic and
extrinsic types of motivation are different because intrinsically motivated individuals do
things such as set career goals because they are interesting or enjoyable, while those who are
extrinsically motivated are committed because it results in a different outcome (Pew, 2007).
For the intrinsically motivated, they believe it is their efforts and hard work that is the reason
for the success and not just luck, taking full credit for the accomplishment (Pew, 2007). Selfconcept and self-efficacy are different, past versus future, yet “both predict motivation,
emotion, and performance” (Bong & Skaalvik, 2003, p. 1).

Motivational Theory

Motivation theory can be defined as the study of why people may behave or think a
certain way (Graham, 1991; Weiner, 1990). It means being moved to do something that has
an end goal or something that supports a need for satisfaction (Ryan & Deci, 2000). To
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understand why a person would choose to become an educator requires analyzing the choice
of the behavior, how long the decision took, and what the individual did to get to the end goal
(Graham & Weiner, 1996). The ability construct of self-efficacy is directly linked to
motivation because individuals with high esteem are successful in pursuit of a goal because
they have control over their environment and, according to Bandura (1989), “people’s selfefficacy beliefs determine their level of motivation” (p.74).
Cullen and Greene (2011) looked at pre-service teachers’ motivation about integrating
technology into teaching assignments and highlighting intrinsic, extrinsic, and amotivation to
understand self-determination theory (SDT) of behaviors, signifying that intrinsic is
persistency, extrinsic is reward focused, and amotivation is when the individual thinks there is
no reason to engage in the process whatsoever. SDT, as a subtheory of motivation, considers
human motivation, the goal the individual is purusing, and the attitudes or behaviors that may
cause an action (Bouwma-Gearhart, 2012). “According to SDT, humans naturally coordinate
their actions to foster their growth towards better social integration (relatedness) and a better
understanding of the world around them (competence)” (Bouwma-Gearhart, 2012, p. 560).

Self-Concept Theory

Self-concept theory is a well-known term used by Super in the 1950s and entails
knowledge about one’s future occupation and the practice of career decision making (Okoye,
Nwadinigwe & Chilkelu, 2013; Siwatu & Starker, 2010). It has two variables, social identity
and personal identity. These two identities tend to relate personality with interest and are
influenced by other people (Super, 1990).
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Super’s (1951) theory on self-concept is continually changing with time. According to
Luzzo (2007), self-concept has gone from career development theory to development selfconcept theory and then to life-span life-space theory, stating that you have to know the
knowledge about the career before you can attempt to carry out the duties (Savickas, 1997;
Super, 1957, 1990). Peterson, Sampson, and Reardon’s (1991) model adds to this by aligning
a cognitive approach cycle that repeats to improve career decision making: communication,
analysis, synthesis, valuing, and execution (CASVE). Communication is the ability to identify
need and to secure it; analysis understands the self and the available options; synthesis
narrows the options; valuing prioritizes options in order of importance; and execution acts on
a choice (Peterson et al., 1991).

Summary

This chapter discussed the background, problem statement, purpose statement,
significance of the study, and theoretical framework. It also identified four research questions
that guided this study. The next chapter explores the literature as it relates to African
American male educators. Chapter 3 discusses the research design and methodology that was
used and Chapter 4 details the findings from the in-depth interviews of ten African American
male teachers. Chapter 5 discusses the summary, conclusions, and recommendations.

CHAPTER 2

LITERATURE REVIEW

This research requires an in-depth look at the experiences of African American male
educators in the K-12 setting by looking at the reasons one enters the education field, the lack
of African American male educators, and mentoring programs for them. To investigate the
experiences of African American male educators, teacher education must initially realize the
importance of African American male educators and the role they play in the academic
success of all students, especially Black male youth. This chapter discusses literature on the
history and experience of African Americans in education, challenges facing African
American males, teacher education, recruiting minority teachers, career development, and
mentoring. Note that African American and Black are used interchangeably throughout this
dissertation.

History of Educators

Education has played a key role in the United State and African American history.
Much time and energy has focused on providing an equal educational experience for all,
especially for African Americans who have fought long and hard for this basic right. The
history of K-12 public education started in the 1600s in the New England colony of
Massachusetts for religious reasons, and by the eighteenth century, private schooling became
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the norm due to the arrival of immigrants with different religious backgrounds opposing
religious views through public education (Thattai, 2001).
By the end of the eighteenth century, Jefferson believed that education should be
controlled by the government, separate from religion, and available to everyone, regardless of
social status. It was only after the 1840s that education was available to those who were not
wealthy (Thattai, 2001). The belief was that public education should be available to
everyone, regardless of gender, social class, or race, yet African Americans were consistently
discriminated against based on race, and girls, in general, were not allowed to enter some
establishments and were taught different subjects because of their gender (Thattai, 2001).
These are some of the issues of racial and inequality tension that have plagued the
education system for centuries. Since African Americans’ arrival to North America in the
early 1600s, the only education that was allowed was to convert them to Christianity (Thattai,
2001). Thattai (2001) stated, “In spite of individual efforts, the education of Blacks remained
very low until Lincoln issued the Emancipation Proclamation in 1863. The literacy rate that
was around 5% in the 1860s rose to 40% in 1890 and by 1910 it was at 70%” (p. 4). The
favorable gains in literacy proved that given the opportunity and resources, all groups could
improve in education, even those groups that had struggled early on in this nation.

Brown v Board of Education of Topeka, Kansas

Prior to Brown v. Board of Education of Topeka, Kansas, the ideal of separate but
equal was obvious from 1896 until the early 1960s. During the Civil Rights era, the
philosophy in the South was to keep African Americans uneducated so they would remain
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inferior and in their place, believing an educated Black male could become dangerous
(Trueman, 2014). The only education that Whites felt an African American needed was
related to the farming and being domestic workers (Washington, 1901/1995).
This type of brazen injustice led to Brown v. Board of Education of Topeka, Kansas,
with much emphasis on desegregation of the public schools. Brown v. Board of Education
(BOE) of 1954 unanimously held that racial segregation of public school children was in
violation of the 14th Amendment in Topeka, Kansas, and is one of the great Supreme Court
decisions that was paramount in propelling the Civil Rights Movement. There is very little
research comparing African American and majority teachers’ experiences in K-12, but
according to Foster (1990), the groups perceive the profession differently and have differing
opinions on the changes that are needed to overcome the deficiencies in education. History
shows that White educators were paid more to do the same job, and employment was only
available to teach African American students for Black females and males (Foster, 1990).
This was highly political; the African American teachers were largely dismissed following
Brown v. Board of Education because unions wanted to fill roles for their White counterparts
who had seniority (Foster, 1990). The following discussion will be on the impact Brown v.
Board of Education had on the decrease of African American educators, especially African
American males.
Milner and Howard (2004) studied the impact of the Brown decision, wanting to
understand how the decision impacted Black teachers, Black students, and the Black
community by interviewing six experts in the field of education who had also studied Brown.
The overall results were that this decision made unworkable changes for both Black children
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and teachers. Until Brown, African American public schools were mainly staffed by African
American teachers in the late 19th century (Milner & Howard, 2004). When it was determined
that segregation was unconstitutional with the Brown decision, schools were closed and
African American teachers lost their jobs to White teachers, which ultimately caused Blacks
to leave the profession altogether (Ahmad & Boser, 2014).
After Brown, many African Americans were forced to leave their teaching positions
by either demotion or forced resignation – to the point where 38,000 African American
teachers had lost their jobs as educators by 1970 (Ahmad & Boser, 2014). This was
unfortunate because African American educators were influential, and without them, the
education system lost mentors and role models.
Outside of the loss of their positions as teachers and administrators, Black students
(hoping to become educators) lost their contact with those who served as mentors and role
models during desegregation. The loss of African American teachers brought about an
imbalance among faculty and administrators (Milner, 2006, 2012; Milner & Howard, 2004).
The African American faculty who stayed became principals or administrators (Milner, 2006,
2012). They were then viewed as authoritarian individuals and were often disconnected from
the community and the issues they faced in education.
Without the mentor relationship, many African Americans moved their families to the
suburbs in hopes of regaining an educational advantage. The mentor was often someone
connected with the school system and an active voice for the African American community
(Milner, 2006, 2012; Milner & Howard, 2004). As a result of the changes to the K-12
education system, African Americans started to change their views on education and stopped
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sending their children to historically Black colleges and universities (HBCUs) (Milner, 2012).
According to Ravitch (2010), “The gains for desegregation prompted White flight and Black
middle-class flight from urban schools, producing districts with concentrated racial isolation
and poverty” (p. 253).
The passing of Brown v Board of Education was to provide access to a safe and
healthy educational environment for all children across the nation, not just the rich and
powerful. But it did not. Today, many school districts are returning to re-segregated schools.
If teacher education is looking to make a change and utilize past experiences to justify
separate education today, it must take a closer look at social exclusion and how it affects other
groups (Major, 2003).
The education system could very well begin the act of social exclusion from the
majority group, realizing that differential treatment based on race tends to negatively impact
minorities, especially African Americans (Major, 2003; Preece, 2001).
Students’ access to effective teaching is often a matter of school ZIP code; that is to
say, local policies unintentionally or intentionally steer effective teachers away from
schools that serve large numbers of poor students and students of color. (Ahmad &
Boser, 2014, p. 16)
For impacting and lasting changes, local, state, and federal governments will have to
work together on appropriate boundaries that are racially diverse to achieve better and more
appropriate models that are fair and just. Equal education plans are required to contribute to
continued development of the whole society. The root of the problem could very well be race
relations. “Racism and inequity can emerge not only through their daily interaction but also
through institutional and structural circumstances” (Milner, 2006, p. 93). Teacher education
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has the task of designing programs that work for African American educators and to explore
all possible routes so they progress in the field, as they did in the 19th century.

African Americans in Education

Teaching was a top career choice for African American men during the W.E.B.
DuBois era (Fultz, 1995). However, today the nation has approximately 4.8 million teachers
and only 1.7% of them are African American men (Bureau of Labor Statistics, 2012). Black
males make up 6% of the adult population and only 16% earned bachelor degrees (Toldson,
2012). An initiative to improve the number of African American male teachers by 80,000 by
2015 was announced at the TEACH town hall hosted by Morehouse College President Robert
M. Franklin, U.S. Secretary of Education Arne Duncan, and film producer Spike Lee in 2013
(Medford, Knorr, & Cook, 2013; Webb, 2013). They have joined forces to promote a national
effort to encourage students to teach because 35% of the students in public schools are
minorities, yet less than 15% of them are teachers (Webb, 2013).
Teachers and staff currently working with African American males in K-12 may lack
the capability to work effectively with them and, in some cases, may misguide them (Anthony
& Herrington, 2007; Bell, 2014). Because the primary grades are predominantly taught by
females, some male students believe that it is not for them and refuse to participate (Kunjufu,
2011).
All teachers may not understand how African American male students’ social and
educational needs shape their pedagogical performance (Brown, 2009). However, research
has shown that African American men possess the pedagogies that are needed to not only fix
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the achievement gap but also to transform the lives of African American males (Brown, 2009;
Milner, 2012). African Americans have a different thought process on the best way to teach a
student of color in their classrooms, a different pedagogical approach altogether (Milner,
2012).
Brown’s (2009) ethnographical study of nine African American male teachers
examined their personal experiences of becoming a teacher and working with Black male
students for more than five years. One of the interesting findings in the study was that African
American teachers used culturally based rhetorical strategies to teach their students. Brown’s
work examines the complexity of pedagogical performance in ways that have not been
reported before.
All participants in the study believed that they could help promote social change in
their own African American communities by becoming a teacher. The paper has rich data on
conceptions of performance such as how the teachers speak to the students, their emotions or
facial expressions, and social interactions. Though being a role model is a common theme for
African American teachers, there are different styles of performances that are needed to reach
a distinct group of African American male students; therefore, African American teachers
have special beliefs and attitudes that can reach the male youth of today. “For example,
performance is a style of interaction that may be assertive or ‘in your face’, while for other
teachers it may entail calm and laid-back approach to working with student” (Brown, 2009, p.
418). There are documented pedagogical and societal advantages to having an African
American male role model in a classroom for other groups as well (Smith, Mack, & Akyea,
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2004). Students have to be taught by Black and White teachers to be empowered, learn, and
achieve at acceptable levels (Milner, 2007).
The studies by McGlamery and Mitchell (2000) and Sheppard (2006) focused on
retention in mathematics. Both studies uncovered problems of equity and lack of access.
McGlamery and Mitchell’s research discovered that in the past, social isolation has blocked
African Americans from entering higher levels. In some of the research, there has been a
focus on three major components of teacher performance: rhetorical capacity, social
interaction, and implicit and explicit cultural discussion (Brown, 2009; Howard, 2001; Irvine
& Fraser, 1998; Irvine & Irvine, 1983; Ladson-Billings, 1994). Culturally based rhetorical
strategies are repetition with high emotions, body movement, and the use of catch phrases
(Brown, 2009). The findings were that African American teachers are not afraid of the
students and will use their power to gain respect. It is important that the students respect the
relationship with the teacher by staying engaged and learning through culturally responsive
teaching. The connections through personal stories and jokes help build student-teacher
relationships (Brown, 2009).

Prominent African American Male Educators

Throughout history, education has been a primary goal of African Americans, which
has led to many African Americans pursuing a career as teachers (Milner, 2006). Even though
much of the literature has focused on African American women as teachers, there have been a
number of African American males who were and still are advocates in the education field
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today. This section will discuss a few of the African American males who have contributed to
the field of education in very impactful and notable ways.

Booker T. Washington

Booker T. Washington, born into slavery, became the most influential and studied
African American male educator. Washington’s hometown politicians and diplomats in
Appalachia thought that he was chosen to lead at the highest level of education in the United
States and abroad because of his talents, thus receiving numerous awards for it (Washington,
1901/1995). Many great things happened to Washington despite his humble beginnings and
minimal resources available to prepare as an educator; he became the teacher to emulate and
idol (Williams, 2012).
Washington started out teaching the basics in stables and hen houses at his old grade
school in Malden, West Virginia. He attended Hampton University and later was contacted
by General Armstrong to develop the Alabama Tuskegee Institution, known today as
Tuskegee University, to further the educational aspirations of Blacks in the South at a higher
level. He was the first teacher at Tuskegee and taught a total of 30 students between the ages
of 15-40 years old in his first session. Many of the students had started school but could not
finish because of having to work in the fields, or they lacked funds to pay tuition
(Washington, 1901/1995). At Tuskegee, students were required to learn academic basics,
vocational skills, and social skills which would help them to become self-reliant, selfdependent, and to do for self. It was Washington’s hope that students would share their
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knowledge with family and friends and become a contributing citizens (Washington,
1901/1995; Williams, 2012).
Washington’s autobiography, Up from Slavery, documented his journey from slavery
to become one of the prominent leaders within the African American community in the
nineteenth century. This work highlights strength and character of an African American man
who sought to provide education and freedom for his community. Booker T. Washington’s
deeds did not come without criticism. W.E.B. Du Bois (1903/1994) noted that Booker T.
Washington’s efforts to collaborate with the Whites in the South would only prolong Black
oppression.

W.E.B. Du Bois

W.E.B. Du Bois’s landmark piece, The Soul of Black Folks, highlighted the need for
training Black men, the need for education, and how the Black man should be informed of his
past, which would help with his advancements for life. Despite their disagreements, both
Washington and Du Bois agreed on these points. In his work, Du Bois (1903/1994) completed
a study at Atlanta University which focused on the number of men who graduated from there
and the areas they went into:
•

53% teachers

•

17% clergymen

•

17% physicians

•

9% merchants, farmers, and artisans

•

4% government civil service (p. 63)
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Though W.E.B. Du Bois disagreed with some of the teachings of Booker T.
Washington, they both were responsible for graduating African American men who had
high hopes of elevating the entire Black community (Du Bois, 1903/1994; Washington,
1901/1995). They both understood the importance of education to social change (Du
Bois, 1903/1994; Washington, 1901/1995).

Benjamin Elijah Mays

An educator and civil rights activist, Dr. Benjamin E. Mays was an influential African
American male leader of the twentieth century, was once Dean of the Howard University
School of Religion (now Howard University Divinity School), and president of Morehouse
College who published work on Black religiosity (Jelks, 2012). He taught and mentored many
generations of students, yet he is best known as Dr. Martin Luther King, Jr.’s spiritual leader.
Mays is also recognized for teaching African American students to continue to
strengthen and develop their own talents through academics to challenge the injustices in the
United States (Jelks, 2012). Mays, a Southerner, did not shy away from improving the South
by integrating public school systems through fairness and Christian leadership.
Nothing captured the moment for Mays more than the U.S. Supreme Court’s
ruling in the Brown v. Board of Education, on May 17, 1954. Mays had been
president of Morehouse College for fourteen years, and he, like everyone, highly
anticipated the ruling. (Jelks, 2012, p. 189)
When the Supreme Court decided that segregated education was providing unequal
opportunities to some communities, it gave some hope that a change was coming to the
education system. This meant admission to schools under equal protection of the law (Jelks,
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2012). Mays may have championed the movement, but others soon followed and picked up
where he left off in the fight for equal education opportunities.

Steve Perry

There have been many notable African American male leaders who have changed
education in the United States for the betterment of all of its students, including the strong and
innovative leader of the twenty-first century such as Dr. Steve Perry. Perry is a great example
of the positivity that can happen to improve an African American male’s life if supported by
community, family, and the education system (Perry, 2014).
Perry was able to overcome his humble beginnings from the housing project of
Middletown, Connecticut, to become an accomplished African American educator and
humanitarian. He is best known as the principal of Capital Preparatory Magnet School in
Hartford, Connecticut, which is one of the most successful schools in the area that has
maintained a 100% college acceptance record (Perry, 2014).
Perry is an educator and advocate for the Black community who believes that it is a
necessity to take personal responsibility to improve one’s own life, whether academically or
socially. While performing duties as a principal of a magnet school that has sent 100% of the
students to four-year colleges in the recent past, Perry is also an education contributor on
several major networks as well as the host of the popular TVONE show Save My Son (Perry,
2014). This show is the reality of what happens to young boys when they lack role models
and what changes all of these initiatives are meant to improve in the K-12 educational
experiences for minorities and especially young men of color. Brown v. Board of Education
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was very important for Mays mainly because of the work of brave educators like Booker T.
Washington and W.E.B Du Bois who came before him.
Mays helped produce professional African American men who gave back to the
community during his time as president of Morehouse. Dr. Perry, the newest innovative
leader in education, is expected to bring high energy to advance the next generation while
uncovering the stories that should be told about the best ways to address some of the
challenges and educate the youth of today.

Challenges for African American Males

Dropout rates for prospective teachers and teacher candidates and culture issues
are a few of the challenges facing African American males pursuing careers in teacher
education. In the United States, the history of race and race relations has played a huge
role in the underrepresentation of African American males in the teaching profession.
The color pigmentation of an African American determined where a teacher worked
(Milner & Howard, 2004). The lighter complexioned teachers were considered skilled
and nonthreatening, thus placed in the integrated schools, while others were forced to
look for work away from their home or change careers altogether (Milner & Howard,
2004).
The dropout rate is higher among low-income African American and Hispanic
students in high school, and they are more likely to drop out than well-to-do White
students (Tyler & Lofstrom, 2009): “Economic, societal, and equity considerations all
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point to the need for interventions that could cause some of the roughly one million
students who leave school each year to make a different decision” (p. 83).
The dropout rates are remaining steady for African American males in the United
States, their reading levels are below the norm, and their scores on standardized tests
such as the American College Test (ACT), Scholastic Assessment Test (SAT), Graduate
Record Exam (GRE), and Test of Academic Proficiency (TAP) for entry into teaching
programs are not favorable (Bell, 2014; Heggins, 2004; Ogbu, 1990).
Reports across the nation note that less than 50% of African Americans pass
teacher tests (NEA, 2004). Therefore, African American males continue to face a long
road in their educational journey and statistically are more likely to underperform when
compared to their peers and drop out (Bell, 2014). Recent studies have focused on
stereotype threat as a reason for minorities performing poorly on key standardized tests
such as ACT and SAT exams and not just poor preparation or curriculum, which is a
real threat to the minority teacher pipeline (Ahmad & Boser, 2014).
Aronson et al.’s (2009) study of 91 students in 7th grade (52% Blacks, 45%
Hispanic, and 3% Others) showed that stereotype threat was defined as Blacks and other
minority groups who were aware of the racial stigma, thus worrying that performing
poorly could confirm the negative stereotype. Understanding the study of stereotype
treat could answer the question of why Black and White students continue to perform
differently in college with similar socioeconomic backgrounds.
Because of an awareness of negative stereotypes presupposing academic interiority,
Black and other minority students may worry that they could confirm the intellectual
inferiority alleged by such stereotype. Such worries can hinder their test performance,
motivation, and learning. (Aronson et al., 2009, p. 2)
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Lee’s (2012) study reported the socialization experiences of eight minority high
school teachers and six of eight (67%) were African American who had worked seven to
44 years as a teacher. The findings showed that the teachers of color were unfairly
scrutinized or judged differently by White parents, colleagues, and administration. One
new African American male teacher was publicly questioned by a female colleague on
whether he had the correct credentials to teach at the suburban high school and if he had
a college degree at all (Lee, 2012). The study raised questions about how teachers of
color are treated by nonminority teachers with suspicion and misunderstanding and adds
to the problems of cultural issues in education.
Teachers not able to resolve culture conflict result in miscommunication, student
withdrawal, and disruption in the learning process. Efficacy-building activities for pre-service
teachers are a necessary strategy to resolve culture conflict involving African American
students. The literature highlights the fact that culture conflict may contribute to the overrepresentation of African American students in special education programs (Milner, 2006,
2012; NEA, 2014a). Pre-service teachers lacked efficacy in their ability to resolve cultural
conflict.
Siwatu and Starker’s (2010) quantitative study examined pre-service teachers’ ability
to resolve a culture conflict involving an African American student, whether they are properly
prepared to handle conflicts, and teaching self-efficacy beliefs that are culturally responsive to
determine if cultural conflicts are the reason a disproportionate number of African American
students are in special education. The study looked at 84 pre-service teachers enrolled in
teacher education programs located in the Southwest. African American students represent
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16% of the student population, yet 30% are enrolled in special education classrooms (Milner
& Howard, 2004).
Participants in Siwatu and Starker’s (2010) study completed the questionnaire, the
case study questions, and the Culturally Response Teaching and Self-Efficacy (CRTSE) Scale
after giving full consent. The descriptive analysis for coursework reported coursework dealing
exclusively with cultural diversity and some with minimal exposure to diversity. For
example, men represented 21% of the participants of the study, yet they reported more
courses addressing issues of culturally diverse students when compared to women. One thing
to note is that the CRTSE section decreases the closer a pre-service teacher gets to the end of
the program. The study identified culturally responsive teaching and analyzed self-efficacy
based on the responses from the participants. The study mentioned cultural awareness and
how it makes a difference in African American male students and their success in the
classrooms (Siwatu & Starker, 2010).

Teacher Education

There are several paths to becoming an educator. Constantine, Player, Silva, Hallgren,
Grider, & Deke (2009) studied alternative paths to becoming a certified teacher and identified
whether or not there were noticeable differences in student achievement and classroom
practices compared to the traditional route. Most people have opportunities to become
educators through several routes: 1) traditional teacher preparation, wherestudents already
interested in becoming a teacher start on a path to obtain credentials; 2) district partnership
(grow your own) where school districts partner with local higher education institutions to
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prepare noncertified teachers to teach in the district; 3) early outreach programs that recruit
high school students into teaching programs before they enter the college environment; and 4)
alternative certification programs such as Teach for America, typically used to recruit teachers
into hard-to-staff school districts (Bireda & Chait, 2011; Constantine et al., 2009). Teach for
America was started over 20 years ago by Wendy Kopp and has been a part of the change to
improve education by taking recent graduates from college and incenting them to teach in
high-poverty, low-achieving, rural and urban areas where 50% chosen are African American
(Talbert & Goode, 2011).
Constantine et al.’s (2009) study resulted in no significant difference in pursuing an
alternate route teacher certificate or traditional route teacher certificate. This section
discusses the literature on African American male teachers, cultural preparedness, quality
teaching, and teacher candidate experience.

Cultural Preparedness

Being culturally prepared is becoming an important part of teacher education. Today,
White female educators are teachers with very little experience with racial diversity
(Frankenberg, 2009). Understanding student behavior may address some of the alleged issues
that may be perfectly normal in other environments or cultures. “Teachers fail to appreciate
real similarities and differences between their understanding of the world and that of children
and families who come from different backgrounds; they become victims of their own naïve
and culture-bound conceptions” (Bowman, 1994, p. 5). The public schools’ failure to
effectively educate African American students highlights the fact that teachers need to know
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significantly more to teach today’s diverse students (Darling-Hammond, 2010). African
Americans play an important role in educating African American students and potentially
help reduce the number of students in the special education classes.
Hassan (1999) stated that some programs attempt to instill in the students a passion for
life that leads to academic success. This study was mainly focused on culturally relevant
teaching so that African American children could do better academically. It is a case study
that focused on efforts to enhance African American students’ moral and intellectual
development by aligning common beliefs and practices (Hassan, 1999). The findings suggest
that teaching staff cannot assist culturally diverse students if they do not know them or cannot
understand their culture in some way. Therefore, teachers need to be adequately prepared
through professional development training related to the topic of study. It is the job of the
teacher to enroll in programs that are culturally responsive to ethnically diverse classrooms in
hopes of improving student academic achievement (Gay, 2002).
Gay’s (2002) article highlighted major areas of culturally responsive teaching for
teachers such as developing a culturally diverse knowledge base, designing culturally relevant
curricula, fostering cultural caring and building a learning community, and facilitating crosscultural communication. The article also suggests that the nation has to take it a step further
and seriously look at hiring more minorities and African American male educators to address
the diversity issues that are limiting the shared experiences that often happen between teacher
and students.
There are many educators in the K-12 system working in classrooms today who are
not sufficiently prepared to educate ethnically diverse students. Some believe that the
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dominant culture in current educational practices and ideologies is used to reject diversity
viewpoints in the classroom (Kenyatta, 2012). To improve the success rate and diversify,
educators have to be prepared in pre-service education programs related to culturally
responsive teaching (Brown, 2009; Siwatu & Starker, 2010).
Educators can work more effectively if they are prepared and can relate not only to
those who are part of the mainstream culture but also to those who are from minority cultures
and backgrounds. In preparing to be an educator, you need to study the culture of your
potential pupils (Gay, 2002; Hassan, 1999). This simple change will allow the educator to
handle the learning challenges by relating to their own cultural frame of reference, no longer
expected to distance themselves from what they already know and stay in their comfort zone
(Gay, 2002). This lack of preparation for the teacher could potentially force some out of the
classroom environment for good.
Overrepresentation of African American students in special education classes will
continue if cultural influences are not considered and educators are not allowed to respond to
certain behaviors differently; it will not help improve the numbers for the minority teaching
population (Brown, 2009; Hassan, 1999; Milner, 2006; Siwatu & Starker, 2010). An educator
has to understand the young African American male student’s potential and not assume there
is a special need, essentially acknowledging the true needs of the students who may have had
different experiences. Quality courses have to assist in the growth of the student to prepare
educators for diversity.
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Quality Teaching
The nation is aware of how important a job teaching has become and has implemented
No Child Left Behind (NCLB), a revision of President Lyndon Johnson’s K-12 Education Act
of 1965 (previously known as the Elementary and Secondary Education Act [ESEA]), as a
major federal requirement for all school districts to follow (NEA, 2004). NCLB was enacted
in 2001, and its primary goal was to close the achievement gap between the disadvantaged
and advantaged as well as strengthen teacher quality (NEA, 2004; Thompson, Warren, Foy, &
Dickerson, 2008). Though NCLB expired in 2007, the requirement for quality teachers for
low-income and minority students continues to be a priority.
Education regulations require school districts to report on teacher quality to ensure
that the students are taught at a high level (NCES, 2010). There are many standards that are
put in place to address teacher quality, so most states and/or school districts develop homegrown programs to increase teachers of color through high school teacher academies and
community college partnerships. Most teachers have to be certified by the state prior to
accepting a teaching assignment. This requires the state to issue and monitor licenses that are
approved in its jurisdictions. Thompson et al.’s (2008) article examines how quality teachers
can impact the achievement gap, identifies beliefs of African American teachers and students’
interactions with outstanding teachers, and informs the practice that may help close the
achievement gap.
A quantitative study using questionnaires from two groups (271 African American
high school seniors and 100 teachers) at a four-year university in southern California was
done. Teachers and students completed a demographic questionnaire regarding their
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background and then a survey asking both groups their opinion on what they felt were the
most important qualities of elementary school, middle school, and high school teachers. They
used a Likert scale for the 15 qualities. The results revealed that six qualities were agreed
upon by both the teachers and the students regarding the characteristics of an outstanding
teacher. Teachers unwilling to provide extra assistance may help widen the achievement gap.
They also linked to the study that the U.S. Department of Education put together in 2000 that
found that the quality of the teacher is most important for both the student and the teacher.
Consequently, it is important to assess the experiences of all teacher candidates for current
and future programs.
Castle, Fox, and Fuhrman’s (2007) article on professional development schools’
(PDS) preparation programs compared to nonprofessional development schools (non-PDSs)
for four cohorts in three different studies resulted in ten items with significant differences
with PDS being the favorable option. Some of the major differences when comparing PDS
versus non-PDS is PDS programs look at professional development, research, and student
learning; year-long internship; faculty observer available 1 day per week; involvement in
classroom and school-wide teaching, professional development, inquiry, and committee; and
serve as a substitute and receive a stipend. On the other hand, teacher candidates in a nonPDS program do not serve as substitute teachers. Of the eight themes that emerged from the
research, the one theme that was consistent was student focus.
It seems logical that more sophisticated teachers would have a better chance of
influencing student learning than would less sophisticated teachers. For example, a
teacher who uses assessment results to plan instruction would probably have a greater
chance of affecting learning in a diverse group of students than would one who plans
instruction without considering assessment results. (Castle et al., 2007, p. 64)
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Teacher Candidate Experiences
Cherian’s (2007) study examined teacher candidates’ (TC) experiences by using
interviews, focus groups, and observations with their mentoring teachers, also known as
associate teachers (AT). The relational, conceptual, and contextual aspects of the experience
were investigated. The main research question was: How did the mentorship experiences of
TCs shape their teaching and learning? Exploring the relational aspects of mentorship creates
new opportunities and brings educators closer (Cherian, 2007). One of the most important
findings in the study was caring association, someone who is open-hearted and open-minded,
as all the participants reported receiving emotional support as a contributing factor to the
positive relationship (Cherian, 2007).
Teacher education programs should begin to explore ways to engage African
American males and make sure they are retained, pass the Test of Academic Proficiency
(TAP) test, graduate, and find employment. According to the Illinois State Board of
Education (2013) licensing data, African Americans had not improved in TAP testing when
data was analyzed from 2010 through 2013, yet all other groups made gains in 2012. African
Americans were the only group with a steady decline from 23% to 16% (see Appendix A).
Teacher education should also explore ways to incorporate the experience and history of
people of color so that all students will be able to teach and motivate students of color in the
classroom through workshops and teaching strategies (Bireda & Chait, 2011; Gay, 2002;
Talbert & Goode, 2011; Waid, 2004).
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Role modeling is an important part of an educator’s job. Without African American
males in the classrooms, opportunities could be missed to pass down positive experiences
(Rainey, 2012). The Minnesota Minority Education Partnership (2012) said:
Literature on teacher disposition indicates that there is a correlation between academic
achievement and the ability of a teacher to establish a rapport with students and
parents. The cultural, racial, linguistic, gender, and class experiences that teachers
bring into the classroom all shape pedagogy, praxis, and connectivity to parents and
communities, and therefore, opportunities for learning. Teachers of color can have a
positive influence on the achievement among students of color, especially when
teachers and students share the same racial background. Teachers of color can serve as
role models and “cultural translators” in classrooms and communities, and serve to
counter the myth that positions of leadership in school are better filled by Whites. (p.
12)
Once educators have successfully completed the requirements for their degree and
certificate of choice, the education system immediately benefits from the mentoring and
supporting based on what they have gained in training (Kram, 1985). There is a major
component to successful teaching preparedness programs, and that is regularly modeling best
practices (O’Hara & Pritchard, 2008). This includes developing and integrating a knowledge
based on cultural diversity to help the next generation of African American male educators
(Gay, 2002).
There are more than 55 million students in K-12 schools across the United States
(Snyder & Dillow, 2012) and they getting more diverse with every passing year (Miller &
Endo, 2005). There is a teacher shortage overall. Becoming a teacher isn’t necessarily the
career choice for most in the 21st century. Teaching is a career that is available for all groups,
and the teacher shortage is apparent in many different concentrations (Hairston, 2000).
However, minority teaching staffs have been at low numbers for many decades, mainly due to
lower numbers of academic achievements of minority students (Bireda & Chait, 2011).
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Recruiting for Teacher Shortage

The shortage of African American male teachers is a problem according to Secretary
of Education Arne Duncan, who has been meeting with top educators and celebrities to get a
better understanding as to why only 2% of the nearly 5 million teachers are African American
males and how to improve the numbers (Webb, 2013). Policy makers also agree that the
teacher population should look like America (Pluviose, 2011). This is a problem because
dropout rates are up and graduation rates are down for the demographic, and this hurts
everyone (Nelson, 2011). For example, in Texas, less than 1% of 333,000 teachers in the
public school system is an African American male, with the second largest school district
serving 26.5% African American students, and less than 1,100 are African American males
(Nelson, 2011). Bireda and Chait (2011) make this point:
Teachers of color provide real-life examples to minority students of future career path.
In this way, increasing the number of current teachers of color may be instrumental to
increasing the number of future teachers of color. And while there are effective
teachers of many races, teachers of color have demonstrated success in increasing
academic achievement for engaging students of similar backgrounds. However,
recruitment alone will not solve the minority teacher shortage, but highly effective
strategies may increase the number of entering teachers to a rate that outpaces
turnover. (p. 1)
McGlamery and Mitchell’s (2000) qualitative study focused on recruitment and
retaining teachers, specifically math teachers, where African American males were not
expected to contribute. They studied 185 African American male math teachers over four
years in areas such as student center curriculum, homework help center, cohort recruitment,
and special career emphasis in mathematics. The findings suggest that the cohort was the most
important piece due to the fact that recruiting and mentoring play a huge role in getting and
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retaining a teaching position. The most important thing for an African American male
educator is a support group and mentoring from every level, including faculty, advisors and
administrators. Bower (1977) comments on intended outcome and said:
Education, or the teaching-learning function, is defined to embrace not only the formal
academic curricula, classes, and laboratories but also all those influences upon
students flowing from association with peers and faculty members and form the many
varied experiences of campus life. As we have observed, colleges and universities
may be seen as environments exerting influence in many ways and not merely as
formal academic programs having only intellectual goals. (p. 33)
This study provides information on what works, such as support networks and
interaction patterns and classroom climate changes, as well as information about the
continuous failure of current school systems to train and educate African Americans in
mathematics, thus the importance of understanding strategies to attract and retain teachers and
emphasizing the need for increased efforts to appeal to the underrepresented.
According to Waid (2004), there should be strategies to attract and retain African
Americans because organizations are experiencing swift transitions. We are in a multicultural
era where educational systems provide human resources to the workforce; therefore,
institutions have to become more cultural and colorful in their task. Other cultures, in
particular African Americans, can add a different perspective that may not have been explored
or thought of in a certain way. This is true for all industries and professions; they should take
an in-depth look at strategies for retaining African Americans in all professions, including the
teaching profession. There needs to be a systematic approach to recruit and retain an effective
teaching staff where they are needed and the qualities needed for teaching are below (DarlingHammond, 2010):
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1. Overhaul teacher preparation, so that teachers can meet 21 -century learning
needs and develop sophisticated skills (p. 206).
2. Fix teacher recruitment and retention so as to get well-qualified teachers to
every classroom and keep the best of them there, thus building a stable,
effective teaching force (p. 206).
3. Develop, recognize, and share teacher knowledge and skill to create
widespread expertise that can improve schools (p. 207).
One of the best ways to attract an underrepresented demographic is to design a
desirable program that has lasting effects. Winkleby, Ned, Ahn, Koehler, and Kennedy’s
(2009) study was connected with the Stanford Prevention Research Center, Stanford
University School of Medicine. They examined career outreach for graduates of the five-week
Stanford Medical Youth Science Program (SMYSP) over a 21-year period that was designed
to provide leadership skills and guidance to students from low-income minority families.
The science and health professions recognized that underrepresented minority groups
are in demand and noted that there should be increased efforts to attract young talent to the
field. According to Winkleby et al. (2009), the nation will become a non-White nation as
50% of the population will be ethnic minority by 2050. The article examines two decades of
participants, 24 selected annually, for a total of 476 high school participants, of which 23%
were African American. Its results support teaching theory situational learning where
students collectively observe and practice their skills (Winkleby et al., 2009).
The selection process was based on being from a low-income family and interest in
science, with priority given to first-generation college students. SMYSP was only interested
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in high achievers already geared toward the science field. You could not be a part of this
program if you wanted to become an accountant, engineer, or teacher. Who would this group
compare to without an internal control group? The pipeline program designed to get
underrepresented students in the science/health field is somewhat flawed. Studies like these
help the government and the industry when planning new programs for underrepresented
groups and can identify what works and what programs need to be eliminated when recruiting
in the education field as well. Higher education teacher programs and career development
support may be used to improve these situations.

Career Development for Educators

Career development has been defined differently depending on the scholar or
practitioner. Sears (1992, as cited in Kalchik & Oertel, 2010) defines it as “the total
constellation of economic, sociological, psychological, educational, physical and change
factors that combine to shape one’s career” (p.1). Super’s (1957) life-span career theory
states that career development is an ongoing process for the rest of your life. It is a lifelong
process that has five stages: 1) growth, 2) exploration, 3) establishment, 4) maintenance, and
5) disengagement (Luzzo, 2007). In order to be successful, individuals need support from
student affairs professionals who are engaged and committed to assisting African American
college students, such as those who are on the path to becoming great male teachers (Rush,
2012).
Those from underprivileged or underrepresented groups have faced more challenges in
career development due to resistance in addressing diversity (McDonald & Hite, in press).
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Family culture and college environment absolutely impact African Americans when it comes
to selecting a career (Rush, 2012). It is important to start with the basic of career choice and
develop those skills necessary to become successful in that particular field.
Career development plays an important role in helping individuals become aware of
certain areas to pursue and eliminates uncertainties while building self-awareness (Mullen,
2009). According to Kalchik and Oertel (2010), “Successful, ongoing career development
helps individuals of all ages to make a variety of transitions throughout their lifetimes:
between different levels of education, from education to work, and between work and
education” (p. 1). The next section discusses career preparation, self-concept of individual
career choices, career in education, and second career and alternative routes.
McDonald and Hite’s (in press) qualitative research in grounded theory used
interpretations of empirical research of Super (1953) and many other scholars who wrote on
career development and self-concept. The study analyzed the literature and stories from data
on college-age students and their interaction with career development centers in community
colleges and universities. Career development is preparation for something that could benefit
not only the organization, but the individual pursing the career for years to come.

Career Preparation

Career preparation can start much sooner than the first years of college. College is
where young adults tend to decide what careers they want and understand the steps they must
take to successfully enter a particular field. Walker, Pearson, and Murrell’s (2010) study
examined 1000 students, 500 White and 500 African American, who had taken the
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Community College Student Experiences Questionnaire (CCSEQ) on career preparation. The
study sought to examine how students take advantage of opportunities on campus and the
impacts on career preparation. The study results suggested that when African American
students interact with faculty and peers, they have a better college experience and are more
likely to participate in career preparation workshops and fairs, more so than White students
(Walker et al., 2010). This study highlights that counseling (advising) is just as important as
informal faculty interaction when developing careers in education is all about career choice.

Self-Concept on Individual Career Choice

Career choice begins with a deep understanding of oneself (Okoye et al., 2013; Super,
1951, 1957, 1990; Super, Savickas, & Super, 1996). Careers are guided by parental influence
and societal needs, but it is the individual who makes the ultimate choice based on exposure,
trial and error, and implementing self-concept (Okoye et al., 2013).
Okoye et al.’s (2013) quantitative study was to determine how applicable Donald
Super’s points on vocational choice relates to the Nigerian culture by examining self-concept
on an individual’s career choice and to suggest more avenues for the most appropriate career
choice. The two hypotheses that guided the study were no significant difference in the
vocational self-esteem of one type of career versus any other career and no significant
difference in real occupational choice influenced by vocational self-esteem.
The casual comparative research design used a target population of senior secondary II
students (SSTI) in the Lagos metropolitan area, 120 from four schools in the state. Of the
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students, 30 were randomly selected from each school, 15 boys and 15 girls, ranging from age
14 to 18 years old. The study used sample and stratified random sampling techniques.
A high content and face validity questionnaire was given to the participants with
permission granted by the administrative staff and ensured by experts in measurement and
evaluation of data at the University of Lagos. The participants were given help on how to
correctly complete the questionnaire without losing confidentiality of the responses.
All 120 questionnaires were collected and used for the study. The one-way ANOVA
on different vocational self-esteem measured medicine, law, teaching, and engineering, which
resulted in no significant difference in vocational self-esteem of people in different careers.
Also, the one-way ANOVA on difference in real and ideal self-esteem due to preference of
occupation measuring the same vocations resulted in no significant difference, leading to the
conclusion that Super’s (1953) theory on vocational preference involving one’s self-concept
may not be relevant to Nigerian culture. This study produced some recommendations for
those seeking a career as well as encouraging more scouting, education preparation for
adolescents, and asking for help from those interested in helping a developing nation.

Career in Education

Developing one’s teaching career is about learning a skill or knowledge that can be
beneficial in landing that first job or internship. It is taking the necessary steps to research
career goals that will support family and financial needs for years to come. This may
include pursuing higher education at a university or attending the local community college
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to learn more about theory or the best methods used. Later, it is taking those skills already
learned to advance within a current structure or to grow privately.
There are many rewards to developing a career as an educator. According to
Kelly’s (2010) study, there are many reasons to become a K-12 educator: student potential,
student success, teachers learn by teaching a subject, humor in the class daily, affecting the
future, stay younger, autonomy in the classroom, conducive to family life, job security, and
summers off. Whatever the case, it is simply the opportunity to take a journey in life to
pursue a passion to help others. This can also be done with the help and support of a
mentor or career counselor.

Second Career and Alternative Routes

More and more workers from the corporate and private sectors have discovered that
they want to be a part of the K-12 education system to help guide and direct the next
generation of students (Ahmad & Boser, 2014). Some decide this after completing years of
service in a particular discipline in hopes of choosing a second career that is much more
gratifying. They ultimately become teachers through alternative routes.
Constantine et al. (2009) discussed alternative paths to becoming a certified teacher
and identified whether or not there were noticeable differences in student achievement and
classroom practices compared to the traditional route. It is something that is definitely needed
and could have value for an African American male seeking a second career. The authors
compared the alternative-route program and the traditional route. Though more details were
needed on the Vermont Classroom Observation Tool (VCOT), the study did a great job of
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sampling alternative-route and traditional-route teachers (Constantine et al., 2009). Selections
were made from the West Coast, East Coast, and Midwest, targeting those districts that hired
alternative-route teachers. The diverse pool helps eliminate biases.
Constantine et al.’s (2009) study used 174 participants with a 50% split between
nontraditional and traditional from seven states, 20 districts, and 63 elementary schools.
Information in the study will help other researchers understand the impact of alternative
routes to teaching and what it takes for individuals to become successful teachers. It brings
awareness to the fact that the route the individual takes does not matter as much as a personal
desire to become a certified teacher. It is something definitely needed and could have value
for an African American male seeking a second career.

Mentoring for Education

It is hard to develop or emulate an African American male teacher when there are very
few of them who actually enter the profession. Most African American male teachers find
themselves in an environment where they are the only one, or maybe two or three total on
staff (Nicolas, 2014). Mentoring support has been lacking for African American teachers in
most districts throughout the nation (Nicolas, 2014).
Mentoring consists of two major roles: a mentor and a mentee. The mentor is someone
who is willing to help another individual through a transition, career development, or even
personal growth (Heggins, 2004). The mentee is the individual who seeks someone to support
them, to talk to them, and from whom to learn (Heggins, 2004). Several researchers suggest
that mentoring can support an individual to have greater job satisfaction, career advancement,
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and a sense of self (Bozeman & Feeney, 2007; Kram, 1985; Noonan, Black, & Ballinger,
2007). There are many benefits to being a mentor. According to Kerka (1998), “Functioning
as experts, mentors provide authentic, experiential learning opportunities as well as intense
interpersonal relationship through which social learning takes place” (p. 4).
Mentoring programs and/or volunteer programs such as Wells-Wilbon and Holland’s
(2000) Project 2000 can add value to the experience of African American males within the K12 system. This mentoring program gives some insight on what a program can do for a small
group of students. Sheppard (2006) said this about mentoring programs: “Merging the
experience of African American males and curriculum can be done seamlessly with
meaningful, unprejudiced dialogue among those with vested interest in the advancement of
African American males’ academic performance” (p. 3).
Hughes’s (2010) study mentions the needed relationship between faculty and students.
This study observed students with high academic achievement and discovered those who do
well and continue to do well have a network of mentors who range from teaching faculty to an
administrators. This suggests that African American male mentoring relationships are crucial
to their success and achieving favorable scores in school.
The teachers in the Cherian (2007) study provided a clear definition of a caring
associate who would make a great supervisor in the mentoring relationship section. An
outstanding statement made by one of the participants in the study said, “I have come to
believe that a caring associate is one who knows the difference between independence and
abandonment” (p. 9). This is great because when analyzing supervision and mentoring, most
would feel exactly the same way. You have to be able to guide someone but at the same time
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give them enough space to learn things on their own, at their own pace. The next discussion
will be on transformational learning and mentoring, innovative mentoring programs, and
volunteer programs.

Transformational Learning and Mentoring

Transformational learning plays a role in mentoring when learning to teach. The
educational facility becomes a place of learning that allows the more experienced to guide the
less experienced teacher candidates and creates a stronger community of learners by
combining the old and new, basically learning and trusting each other (Cherian, 2007). It is a
process that requires each participant to transform and learn at a much deeper level.
Transformational learning is the practice of changing the way one sees things or
changing behaviors in an effort to grow (Bandura, 1989; Baumgartner, 2001). Because it is a
change, it could definitely mean that some people in the same situation may, in fact, be going
through a similar transformation, needing to participate in the same program to solve the same
problem. Ross-Gordon (2003) highlighted transformation as a trigger for a significant life
event that creates an opportunity for redirection such as deciding to finish a degree or to
attend a college program. It is transforming one’s frame of reference through critical selfreflection leading to significant personal transformations (Mezirow, 1991, 2000).
Kram (1985) completed extensive research on mentoring and suggests that greater
satisfaction in jobs leads to career advancement and ultimately a more fulfilling career that is
highly possible through mentoring opportunities. The focus was on the fact that higher ranked
employees are valued. They have a lot to give to the less experienced employees, leading to
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her developing the two dimensions of mentoring: 1) work related and 2) psychosocial (Kram,
1985). “Functioning as experts, mentors provide authentic, experiential learning opportunities
as well as intense interpersonal relationship through which social learning takes place. (Kerka,
1998, p. 4). Undeniably, programs such as Men Teach and Call Me Mister (Men Instructing
Students Toward Effective Role Models) will have to be the models higher education
programs mimic to draw the young African American males who are willing to teach as a
career.

Innovative Mentoring Programs

In order to overcome the shortage of African American male educators, new and
innovative ways have to be developed to recruit, retain, and prepare them (New England
Board of Higher Education, 2009; Perkins, 2011). Smart educators are needed and they
should be able to relate to the students’ culture. African American male educators still
represent less than 2% of the teacher population in most states, and the ideal ratio is for the
teaching pool to be representative of the total Black male population in the United States
(NEA, 2009).
Minimal progress has occurred in improving this percentage. However, innovative
programs such as Call Me Mister and Men Teach concentrate on mentoring and recruiting
more male teachers (Hughes, 2010; McGlamery & Mitchell, 2000). This supports cohort
grouping and is said to be the most innovative and effective approach in developing educators
due to the regularity of recruiting and peer support through mentoring. These types of
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initiatives have to be duplicated in order to increase the number of students of color entering
into college of education programs across the country.
The needed relationship between pupil and students “teaching-leading” positions have
to be ordinary and common (Merriam, 1983). People learn from one another by observing,
imitating, and modeling (Denson & Hill, 2007; Kram, 1985; Mullen, 2009; O’Hara &
Pritchard, 2008). It is also important to demonstrate caring, communicate effectively with
ethnically diverse students, and ensure culturally appropriate instructions to build better
learning communities (Bireda & Chait, 2011; Gay, 2002; Waid, 2004). To understand
successes through mentoring, whether innovative or best practices, requires a review of the
literature on volunteer programs.

Volunteer Programs

Volunteer programs can help not only the at-risk but the gifted student who is looking
for information and direction. In order for African American male students to be successful in
any program, they have to be involved in campus activities that require leadership roles.
There are very few studies that address the gifted and high-achieving African American male
college students; they almost always focus on the negatives and not the positive successes.
The positive stories tend to encourage more research on programs that push African American
success stories and encourage other stakeholders to look at the student and their families
differently (Wells-Wilbon & Holland, 2000).
Hughes’s (2010) article describes the observation of a summer bridge program that is
modeled after Student African American Brotherhood (SAAB) and is designed to match
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African American male students up with a male professional faculty or staff member for
coaching or mentor support. SAAB is a national organization focused on the success of the
African American students in areas such as personal development, service, financial,
academic, social, and public relations. The setting is a university located in an urban city with
a 40% African American population. The population of the university was 86% White and
3% African American male students.
The gifted and the willing to advance beyond high school were the targeted African
American males who participated in Hughes’s (2010) study. According to the author, during
the observation of the program and interviews with the participants, the gifted students who
went through the program were all satisfied with receiving a baccalaureate degree as their
final degree. The article mentioned that most of the young and gifted participants in the study
would actually stop pursuing additional education after completing their first degree, even
after interacting with African Americans with Ph.D.s. Advising and mentoring were the most
important points of the program. Being exposed to upper level management or having access
to high-achieving, tenured professors is a critical component to developing young African
American males, especially for those African American students who were first-generation
students with very little interaction with African American males as positive role models and
highly educated (Hughes, 2010).
Young inner-city, African American male students encounter few adult male role
models in the school setting. Because the primary grades are predominantly taught by
females, some male students believe that school and the activities in the curricula are for
females, therefore rejecting school altogether. Project 2000 (Wells-Wilbon & Holland, 2000)
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allows African American men to come into the classroom to mentor these very boys and give
them the balance that is needed by hearing from others with a different perspective.
The Project 2000 study showed that men make the classroom more manageable,
allowing the teacher to get through the curriculum and teach (Wells-Wilbon & Holland,
2000). Volunteer programs such as Project 2000 typify those teachable moments for
intervening with African American public school male students. This research highlights that
there are not enough male faces to interact with young boys in the public school system.
African American boys need a strong system to function at their best. This gives some insight
into what a volunteer program can do for a small group of students.

Summary

After reading and analyzing the articles, there are several points of agreement.
Mentoring and programs that are geared toward actively recruiting African American males is
the best scenario for young students to have a complete education. There are young men who
would be willing to teach for the long term if given the opportunity and support (Hughes,
2010). It is the mentoring and sharing of knowledge that gives current and prospective
teachers an edge.
Peer grouping through cohorts is the most innovative and effective approach to
developing educators when compared to student center curriculum and homework help center.
This is due to the frequency of recruiting and peer support, highlighting the fact that recruiting
and mentoring play a huge role in getting and retaining a teaching role (McGlamery &
Mitchell, 2000). This emphasizes that the most important thing for an African American male
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teacher is a support group and mentoring from every level, including faculty, advisors, and
administrators (Hughes, 2010; McGlamery & Mitchell, 2000).
The inability to recruit and retain African Americans in high schools around the nation
for any subject is due to equity problems (Milner 2006; Tyler & Lofstrom, 2009). Providing
active recruitment, mentoring, and peer support programs for all teachers is the best way to
change and improve the number of diverse staff members in all departments. McGlamery and
Mitchell’s (2000) findings suggest that changes have to be made in the way math teachers are
approached and hired. This could be true for any teacher, whether primary or secondary,
private or public education. The vision for the future is to engage in active recruiting (cohort
approach), curricular changes, and special emphases on math, hot-line, mentoring, and help
centers throughout the education field (McGlamery & Mitchell, 2000).
The literature shows that more social support with an emphasis on strengthening
African American male educators will benefit the student, resulting in improved academic
achievement (Milner, 2006). School districts will be better off with the correct distribution of
teachers that matches the student population (Boser, 2011). Social inclusion is very
complicated and requires work from a lot of groups to put policies in place to address the
disparities in the systems (Preece, 2001). This includes rejecting bias policies that perpetuate
the status quo.
An approach that encourages equal education allowing all communities to actively
participate in the learning or knowledge-sharing process is needed (Milner, 2006). It should
open up a serious dialogue that is helpful to minorities in the long run to critically reflect on
educating for the betterment of all groups in a non-threatening way. The literature suggests
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that there has to be a paradigm shift in the way education is viewed in the United States with
less emphasis on building prisons (Steurer, Linton, Nally, & Lockwood, 2010) and
assessment testing that only works for certain groups. Recruiting should be focused on the
underrepresented as the best way to track and retain qualified teachers (Boser, 2011; DarlingHammond, 2010).
Chapter 3 outlines the methodology of the qualitative research study. It provides the
information on the design, sample, instruments that were used, participants, site, data
collection, analysis procedures, and ethics and human relations.

CHAPTER 3
METHODOLOGY

The purpose of this qualitative study is to explore the experiences of African
American male educators when they were in K-12 education in relation to their reasons
for entering the education field, thereby seeking to improve the academic performance
of African American students as well as mentoring and recruitment efforts to attract and
retain African American male educators.
This chapter identifies the research questions, the research design, data collection and
description of the instruments, the criteria for participants and the research site, and data
analysis. The chapter also provides a section on the ethical conduct of the research.

Research Questions

The major concern in this study is to feature the experiences of African American
male educators in the K-12 education system and to understand their experiences as teachers.
The research questions guiding this study are:
A. What motivated African American males to become teachers?
B. What challenges do African American male teachers face as they pursue a teaching
career?
C. What type of support systems do African American males have as they pursue
their teaching career?
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D. How do African American male teachers describe their experiences as teachers?

Qualitative Research

Qualitative research was used because it is designed to provide nonstatistical data
results and an in-depth understanding of human behavior while using criteria to validate
meaning of certain actions (Erickson, 1986). Phenomenology research is a valued qualitative
research method to gain a deeper understanding of the meaning of the subject’s lived
experience (Ajjawi & Higgs, 2007).
This type of qualitative study uses deliberately selected samples (Lester, 1999). It does
not report the experiences of a single individual, but includes several individuals and seeks to
identify their common experiences (Creswell, 1998). Russ (1999) studied narrative inquiry
and called it a professional conversation. The narrative inquiry explored the outcomes of
current and retired African American male educators. Interview transcriptions highlighted
significant statements about the participant’s experiences and the context for their
experiences, also called imaginative variation or structural description (Creswell, 1998).

Research Design of Study

Narrative research is an informal collection of topics that follows specific steps: 1)
determine if research problem fits, 2) identify more than one individual with life experiences
and stories to tell, 3) collect information about the context (their home, their family, and their
jobs), 4) analyze and organize the stories into a framework, and 5) negotiate the meaning of
the stories with the participants (Creswell, 2006). Narrative inquiry has been extensively used
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in studies on educational experiences because it examines the way humans see education and
the world (Connelly & Clandinin, 2013). “This general notion translates into the view that
education is the construction and reconstruction of personal and social stories; teachers and
learners are storytellers and characters in their own and others’ stories” (Connelly &
Clandinin, 2013, p. 2). To understand this phenomenon and the participants involved, social
aspects and individual decision making related to career development were studied.

Interviews

Interviews give participants the opportunity to share information regarding their
experiences in their own words (Ajjawi & Higgs, 2007). Structured in-depth interviews were
completed for ten males who self-identified as African American and who had taught in K-12.
The interviews in this study were used to tell stories and provide insight and resulted in rich
narratives (Seidman, 2006). “At the root of in-depth interviewing is an interest in
understanding the lived experience of other people and the meaning they make of that
experience” (Seidman, 2006, p. 9). Each participant had the opportunity to meet face-to-face
or via Skype to discuss his experiences as a K-12 teacher. Nine participants chose a location
close to their homes to answer the interview questions, and one participant from Maryland
agreed to Skype with the researcher to answer the same questions.
The reason interviewing is common in qualitative studies is because it is done without
thinking and it is purposeful (Bogdan & Biklen, 2003). In some cases, the interviews were
like a conversation (Bogdan & Biklen, 2003). However, for a study of African American male
teachers relying mostly on interviews, most of the participants were strangers. The interviews
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began with small talk to develop a rapport or start to build a relationship with the participants
so that they felt comfortable telling their stories and to assure them that their information was
treated as confidential (Bogdan & Biklen, 2003). All of the participants seemed very excited
about the study and were more than happy to share their experiences. Some even admitted
that they were looking forward to seeing what others had to say about the subject.

Description of Instruments

The instrument used was an interview guide for those educators who had taught four
years or more (see Appendix B). One interview question guide was designed and used for all
participants whether a current or past teacher who worked in the United States. This interview
guide included 22 structured, open-ended questions that are in line with the four study
questions and were used in the one-on-one, face-to-face or Skyped interview sessions. The indepth interviews lasted approximately 50-90 minutes each and were audiotaped to capture
their experiences as well as their motivations, challenges, and support systems.

Participants and Site

The participants in the study included ten African American male teachers. The study
targeted participants who are ages 26-65. This population included college-educated African
American male teachers who had taught in the K-12 education system for a minimum of four
years. Because there is high turnover for K-12 teachers in the first few years, with attrition as
high as 50% in high-needs schools (Lau, Dandy, & Hoffman, 2007), this study requested a
minimum of years taught.
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All African American male teachers who fit the criteria were contacted for interviews
immediately after agreeing to participate. There were two participants who are currently
administrators or had just recently accepted a promotion for the 2015-2016 school year and
had taught at least four years in the K-12 education system. They did fit the criteria for the
study and discussed their experiences as teachers. All participants were able to meet at a
mutually agreed upon location upon accepting the invitation to be in the study. Most of the
locations were restaurants near the participants’ homes, except for the one participant who
Skyped from Maryland.
The participants came from several school districts in Illinois, Indiana, and Maryland.
Participants were identified by using a snowball approach through word of mouth, mentioning
the study to other colleagues in the K-12 education system, and associates who knew of an
African American male who met the criteria and was willing to discuss his experiences.
Snowball sampling, also known as chain referral sampling, is sociological qualitative
research used for a number of purposes when dealing with sensitive or private issues. The
referrals are made by people who agree to participate and know others who have the same
characteristics needed for the research (Biernacki & Waldorf, 1981). This type of sampling is
useful when there is a limited pool and takes advantage of identifying others who are rich
with the information needed for the study (McMillan, 2012).
In research where the sample size has the potential to be small, the sampling has to be
carried out at the same time the data is being collected (Browne, 2005; McMillan, 2012). For
example, I interviewed several African American male teachers, and at the end of several
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interviews, the contact information for others who fit the criteria were identified and emailed
immediately with an Interviewer’s Script – Introduction to participate in study (Appendix C).

Response Rate

Upon receiving the Institutional Review Board (IRB) approval on May 21, 2015, a
total of ten teachers were contacted immediately by email, based on referrals from colleagues
and classmates, to participate in the study. An email was sent to 30 possible participants from
May 24, 2015, through July 17, 2015, as a brief introduction of the study (see Appendix C).
Of the 30 possible interview participants, 16 were willing to participate in the study;
ten actually scheduled a time to meet at a mutually agreed upon location in May, June, or July
2015 and shared their experiences. Two of the likely participants did not qualify because they
were in the classroom for less than four years, and four others had scheduling conflicts and
had to withdraw from the study. One individual from Miami, Florida, was prepared to
participate in the study but had to cancel due to second-job obligations and other programs he
was involved in during the summer. Likewise, another Black male teacher from New York
missed the invite communication because he did not get a chance to read all his emails and
had a hard time fitting the study into his school schedule. This resulted in a response rate of
53%.

Data Collection

The data collection process for this qualitative study started with identifying the
participants who fit the criteria. An email was sent out to those African American male
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teachers who expressed interest in being a part of the study through casual conversation or
through referral from friends and family members who had heard about the study (see
Appendix C). As part of the data collection, there were basic requirements such as age,
gender, and ethnicity and whether the participants had taught in the K-12 education system for
a minimum of four years.
Meetings were scheduled to discuss the experience of the ten participants at a location
of their choice. One of the participants lives in Maryland, so Skype was an option. The data
was gathered according to IRB guidelines set forth by Northern Illinois University. The data
collection period started May 21, 2015, and concluded August 20, 2015.
Prior to the interview, each participant was asked to sign a consent form, sign an
agreement to be audio recorded, and verbally acknowledge agreement to be recorded, an IRB
requirement (see Appendix D). The consent forms were filed in a safe location. There were
time changes and reschedules that were accommodated in July. There were follow-up
questions for a few of participants. These questions were answered by phone and email and
were added to the data within days of the discussions.

Data Analysis

This research was designed to study the experiences of African American male
educators in the K-12 system, whether a public, private, charter, urban, suburban, or rural
school district. The qualitative research was a homogeneous population (African American
male elementary, middle, or high school educators) with participants from many different
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educational systems. This purposeful sampling required a study of participants from the same
group to understand them collectively (Patton, 1990).
The structured in-depth interviews were transcribed verbatim within two weeks of the
initial interview. Digital audio recordings were used because it was the best way to recall
details from a conversation, as transcriptions were the main source of data collection (Bodgan
& Biklen, 2003). Each participant had his own file, including his name, date, and place of the
interview. This narrative-inquiry study used filtering to analyzing the data (Emerson, Fretz,
& Shaw, 1995). Filtering is refining the data in an organized and more useful way. Data
analysis is much more efficient and less confusing when a familiar method is used. Excel was
used to organize and analyze the qualitative data.
Once the interviews were completed and transcribed, the results were entered in an
Excel workbook and sorted according to the interview questions. They were then color coded
and organized by research question. The data was color coded, organized, and analyzed in
ways that allowed emerging themes to develop. According to Emerson, Fretz, and Shaw
(1995), line-by-line analysis on identified topics that have been recognized as interesting is an
example of focused coding. Each question the participants were required to answer had a
corresponding tab in the Excel workbook, and the responses were placed in the appropriate
color-coded section. Introduction questions were color-coded dark grey, the motivation
section was color-coded green, the challenges section was color-coded red, the support
systems section was color-coded orange, the described experiences section was color-coded
blue, and the conclusion section was color-coded light grey. After the sort, each section was
read multiple times to help categorize and identify common phrases: red highlights meant
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repeated throughout participants, purple underlined meant connected to literature, underline
meant new concept, and bold red underline meant very important point made. Each section
had many categories that were alphabetized and sorted, and memos were written to connect
important points made by multiple participants.
Using coding and memoing to process the data notes were very important in refining
themes and providing insight to understand the participants’ experiences. Each question was
examined to find certain trends and patterns that journalize the way the participants answer a
particular question and to pursue further research, if necessary. Once the codes had been
assigned to each response or short phrase, themes and sub-themes emerged from data after
several iterations and refining repetitive items.

Ethical Conduct of the Research

Ethical conduct in a qualitative study is very important. McMillan (2012) outlines the
key ethical concerns for conducting research with humans:
•

Researcher is responsible for ethical standards

•

Researcher should be as open and honest as possible with participants

•

Researcher should protect participants from harm or danger

•

Make participant aware that they have the right to discontinue without penalty

•

Assure data is anonymous and confidential

•

Identify benefits to potential control groups
Participants’ names and identities were not used in the study. To assure confidentiality,

all records were kept in a safe and locked file cabinet with a separate locked location for
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consent forms. Pseudonyms were used for all written and presented work to further protect the
identity of the participants, and all recordings were erased once the research project
concluded. The remaining information will be destroyed seven years after completing the
study.
The strategy used to ensure data trustworthiness was member checking, which
involves testing the data and getting feedback from the participants. It is basically an
opportunity for participants (members) to approve the interpreted data (Merriam, 1998).
Member checking is also called respondent validation (Merriam, 1998; Reilly, 2013).
Participants in this study had the opportunity to check the authenticity of the work by viewing
preliminary results to correct and challenge what they felt to be incorrect information as well
as to clarify and/or contribute additional information (Carlson, 2010; Reilly, 2013). An audit
trail is available in Appendix E as an additional measure of trustworthiness.

Summary

This study sought to identify and analyze the experiences of African American male
teachers in K-12, including their motives. Most of the participants in the study were willing
to stay in education but just needed to go to the next level. The design of this study was a
qualitative narrative inquiry using the snowballing approach to recruit participants. I did not
know any of the ten participants prior to their scheduled meeting to complete the interview.
Participants were 26-65 years old and were asked to answer 22 interview questions (see
Appendix B). Two of the ten participants will be working as administrators in fall of 2015.
Of the remaining eight, only one is planning to continue teaching until he retires. Today, 90%
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of the participants are either administrators or have an interest in becoming an administrator
in the next five years.

CHAPTER 4
DATA ANALYSIS AND FINDINGS

This narrative inquiry was organized to determine the major contributors to ten
African American male teachers entering K-12 education. Several themes were found in the
data analysis: motivation, teacher education programs, careers, experiences as teachers, and
experiences in the classroom. The findings of this study were grouped and organized based on
the themes. The motivation for African American males to become teachers included: 1)
goals, 2) interests, 3) why teach, and 4) influences of family and other teachers. African
American male teacher experiences in teacher education programs included: 1) what
happened, 2) student teaching experiences, and 3) challenges, including lack of cultural
preparedness. The types of careers African American males pursued included: 1) first jobs, 2)
career change, 3) alternative programs, and 4) leadership. African American male teachers’
descriptions of their experiences as teachers included: 1) what they learned, 2) mentoring
support systems, and 3) challenges as a teacher. Finally, African American male teachers’
described experiences in the classroom entailed: 1) helping students, 2) teaching methods, 3)
environment, 4) policy, and 5) challenges in the classroom.
The main purpose of this study was to understand the motivation and the influences
and beliefs that allowed these participants to complete the requirements to become K-12
educators. Four research questions directed the study:
A. What motivated African American males to become teachers?
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B. What challenges do African American male teachers face as they pursue a
teaching career?
C. What type of support systems do African American males have as they pursue
their teaching career?
D. How do African American male teachers describe their experiences as teachers?
This chapter contains an analysis of the date collected through in-depth interviews,
interview questions, response rates, demographic data, interview results, and emergent
themes. There were 22 interview guide questions used in the study (Appendix B).

Participants’ Demographic Data

The teachers who participated in this study were employed by K-12 school districts in
Illinois, Indiana, and Maryland. Though they have lived and attended school in locations such
as Louisiana, Mississippi, and the District of Columbia, their current work locations are
Illinois, Indiana, and Maryland. Table 1 show the age, education level, and years in
education. Appendix F is a summary of all the demographics of the participants: age,
education, where they live and teach, where they attended higher education, education levels,
school types, number of years in education, and subject/grade taught. It also shows the major
identification codes used for coding the participants’ data.
As presented in Appendix F, the total years the ten participants in this study taught in
elementary was 14 years; in middle school, 14 years; and in high school, 28 years. The
average age was 42.6 years, with 8.2 being the average number of years in current role. At
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least 50% of the participants were coaches or supported extracurricular activities in one way
or another.

Table 1
Participant Demographics
Number of Participants
Age
31-40
41-50
51-60

4
4
2

Highest Education Level
Master’s Degree
Doctoral Degree

9
1

Number of Years in Education
4-9
10-15
16-25

2
3
5

Participants’ Backgrounds

This section provides information on the individual participants included in the study.
Of the ten participants, two have taught in the middle school setting, two in high school, and
the other six have taught at multiple levels (elementary, middle, and high school). For the
purpose of this study, each participant was assigned a pseudonym which will be referenced
throughout the remaining chapters. Ninety percent of participants work, live, or attended
higher education in Illinois.
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Jeff

I grew up in Shreveport, Louisiana. My mother was a teacher. She taught in the
system in Louisiana 35 years, a master teacher status. I went to Southern University in
Baton Rouge, Louisiana. I graduated cum laude. I have three brothers. We’re all
separated, from far distance. Being with family is a little tough, but we get together
when we can. And, I’ve been married 15 years on the 17th. This past year I was doing
sophomore English and college composition, mostly tenth.

Lex

Bounced all over, but was born in Evanston. So I went to, I think, seven different
schools as a kid, so very transient. I ended up finishing high school in Des Plaines.
And then went to Knox College, a small private liberal arts school in Galesburg near
the Quad Cities here in Illinois. Knew I wanted to be a teacher, got my teaching
certificate and bachelor in elementary education, taught third grade for four years, and
that was in Schaumburg. Then I taught tech classes to kindergarten through eighth
graders in Englewood in CPS for three years. And then became an administrator in
Oak Park, which was a nice mix of my Schaumburg experience and my Englewood
experience, being on the east side of Oak Park which borders the Austin neighborhood
of Chicago.

Coach B

I was born in Chicago, Illinois, grew up on the west side. Relocated to Gary because
my father had relatives out here and he thought it would be a better experience for me
to grow up as opposed to on the west side. I was raised in Gary, went through the Gary
Community School Corporation. I graduated high school in 91 from Calumet High
School. From there I went to junior college on a track scholarship. So went there, did
two years, and I then transferred to Indiana State University in Terre Haute. I did three
years there, finished my bachelor’s. I completed my bachelor’s in education with a
minor in health. I worked on my master’s there as well, I got my master’s in – I got
by bachelor’s in 96, I got my master’s in 98, exercise science. While I was working
on my master’s, I taught in Terre Haute two years. That was my first years of
teaching. So once I graduated with my master’s, I moved to Indianapolis. I worked in
the Warren County Community School Corporation, taught at Pleasant Run
Elementary School, and then also Warren Central High School. From there I moved
to Georgia and lived and taught in Decatur two years. And then I had planned on
going to law school, so I moved back north here to Chicago, and got my paralegal
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certificate and started working downtown. In the process of doing that, I applied to
law school, got accepted. It came down between DePaul and a school in St. Louis
called Washington University. I thought DePaul would be better just because it was
local and I didn’t have to relocate, and I had a lot of connections. I taught 6th – 8th
grade.

Reggie

I was born and raised in the city of Chicago. I grew up on Chicago’s west side in the
Austin neighborhood. I grew up in the Austin neighborhood. I didn’t go to my
neighborhood school after third grade because I hated it. So I was taught at the
Options for Knowledge program, and I was bussed to a northwest side school where
we had every nationality under the sun. So that was a different experience for me. So
I learned at an early age to kind of know that there are more than just what is in my
neighborhood. So I continued that trend, I went to high school outside of my
neighborhood where it was racially diverse. I went back to Chicago State because I
wanted to get more of my Afrocentric center, which I realized after being there, I’m
not missing anything. So I grew up in a lower middle-class family. I had two
brothers; my mom, my aunt raised all the kids together in the same house. So I have
cousins who I look at as siblings. Decided to stay at home to help the two of them
raise the kids because my aunt divorced my uncle and my mom never married. I
decided to go into education. Graduated with a bachelor’s in sociology with a minor
in Elementary Ed. I earned my second master’s degree in 2006, and that was nine
years ago. So I had all the working-class kids. And my school has the highest
percentage of Black kids, which is about 15%, and 83% percent was Mexican. This
was a large bilingual population and I learned how to run a bilingual program… They
had sheltered English where 95% of instruction is in English, 5% percent is in
Spanish... Then the other one was dual-language program where it’s 50% English,
50% Spanish. Then the last one was full, which they only did that with the real small
kids, that were like preschool to like first grade, for children in Spanish. Then we did
that for the kids that – the people that were just showing up there who were, for lack of
a better term, just arrived from Mexico, they spoke hardly any English. So they would
bring them to our early childhood center and most of those kids there are non-English
speaking. Now that I’ve been in education, I’ve taught first grade, second grade, third
grade, fourth grade, sixth grade, seventh grade, eighth grade. I’ve taught fifth grade
supplemental programs.
Paul

I grew up on the north side of Chicago in the Edgewater community. I graduated from
Columbia College in Chicago with a bachelor’s degree in marketing. I did corporate
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sales for close to ten years, a little over nine years. I’m a seventh grade language arts
teacher.
Marvin

I grew up on the eastern shore of Maryland in a little small town called Berlin, and I
attended Steven La Clair high school. I am about 5-10 minutes from Ocean City just to
kind of…a lot of people don’t know about Berlin, but they know about Ocean City. I
attended Bowie State University got my undergrad in Physical Education and I
received my bachelor’s in 1994 and then I received my Master’s degree in educational
administration in 2008 at Trinity University in DC. I started teaching in January of
1994, at Laurel High school. I taught all K-12 grades.

Randy

I was born in St. Louis, moved to Chicago with my mom when I was about three,
attended the Chicago Public School system. My educational experiences between K-8
were really very easy. I didn’t have any academic problems, usually excelled very,
well with getting, at that time, Es and Gs – E stood for excellent, G for good. So I was
getting Es and Gs throughout K-8, and moved into the suburbs of Chicago, actually
for my eighth grade year and completed high school in the suburbs, in the south
suburbs. And so high school, everything was pretty easy, a little bit more challenging,
but I was one of the few Black students at the school who was taking physics and
taking some of the higher level English and science classes. So I often found myself as
the only or one of the few Black students in the classroom. I taught K-12, it was for
17 years. I taught in suburbs for three years.

W.C.

Well, I’m a Chicago native. I was born right here in the Bronzeville area, 47th and
State Street via Cook County Hospital. I was raised in Bronzeville and attended
schools in the Bronzeville area, the exception was my very first school Jesse T.
Sherwood, 57th and Princeton. But after that, I transferred to Henry Horner. The
school has been closed for years, but the building still stands. It is now a luxury loft. I
graduated from Martin Luther King High School, the original King when it was a
general high school. I attended the University of Illinois-Urbana/Champaign, and I
received my Bachelor of Arts degree in liberal arts and sciences, with a cognate in
Special Ed as well as communications. Later I went back and obtained a teacher
certification through DePaul University, Urban Teacher Corps. So I became certified
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through the DePaul program for urban teachers. I continued on and I got my master’s
in education at DePaul also. Then I went on and I got a master of divinity from
Moody Bible Institute, and I am currently researching where I’m going to do a
doctoral program.
I did one year teaching third grade, and I followed them to fourth. And then I jumped
to seventh grade, I had taught – those first 11 to 12 years, 13 years, only two of them
were in lower grades, third and fourth. I’ve never taught anything lower than third.
But, at that time, I had 11 and now I’ve taught three more – I took a break from
teaching for a while. Actually, I quit in anger. And went back. But I taught about 15
years were upper grades, upper grade is sixth, seventh, and eighth. That’s junior high.
Almost all of my experience has been with junior high. And I taught those two years
with – both are called primary grades. Fourth grade is intermediate; third would be –
third and fourth are intermediate grades. I subbed in high schools, but I didn’t teach
high school. But I did teach college level. I taught at Roosevelt University in the
Veterans Outward Bound program.

Trey

So, I’ve got to start off with, I'm a father to a boy and a girl. Grew up on the west side
of Chicago, not too far from where we’re located now. I went to elementary school on
the northwest side of Chicago; high school, Lincoln Park High School; and college,
attended Howard University. You know those are some of my fondest years right
there. Once I graduated from Howard, I didn’t immediately get into education. I was
a Political Science major – history minor at Howard. So you know I had political
aspirations at one point. Still do sometimes, they come and go. I taught middle
school Special Education.

Daniel

I’m originally from Gary, Indiana, a graduate of Ward High School in Gary. I went to
Jackson State University, Bachelor of Science degree from Jackson State in 1998.
After that I used to be a chemist. Then I got in education, got my teacher’s
certification, and pursued my master’s and graduated with that in 2008. And I just
recently graduated with my doctorate in educational leadership from Chicago State
this year. I taught eighth grade science.
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Introduction of Themes

Several themes emerged from the data: motivation, experience in teacher programs,
careers, teaching experiences, and experiences in the classroom. The motivation for African
American males to become teachers included: 1) goals, 2) interests, 3) why teach, and 4)
influences of family and other teachers. African American male teacher experiences in
teacher education program included: 1) what happened, 2) student teaching experiences, and
3) challenges in teacher education programs, including lack of cultural preparedness. The
types of careers African American males pursued included: 1) first jobs, 2) career change, 3)
alternative programs, and 4) leadership. African American male teachers’ descriptions of their
experiences as teachers included: 1) what they learned, 2) mentoring support systems, and 3)
challenges as a teacher. Finally, African American male teachers’ described experiences in
the classroom encompassed: 1) helping students, 2) teaching methods, 3) environment, 4)
policy, and 5) challenges in the classroom.

Motivation to Become a Teacher

This study sought to identify the motivation for African American males to go into
education at the primary and secondary levels. The first category addressed in the study was
what motivated the participants to get into education. A person who is activated toward
completing an end goal is considered motivated (Ryan & Deci, 2000): “Orientation of
motivation concerns the underlying attitudes and goals that give rise to action – that is, it
concerns the why of actions” (p. 54). The participants’ overwhelming responses highlighted
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the major events which motivated them to become teachers: 1) goals, 2) interests, 3) why
teach, and 4) influences of family and other teachers.

Goals for the Future

The participants were very open about their goals and identified their short- and longterm plans for the future. They discussed their personal ambitions to enter multiple fields.
The goals for the ten participants ranged from leaving the classroom altogether to becoming
the president of a university. Jeff hopes to become an administrator really soon; he has served
in a dean position after teaching for nearly fourteen years. He also talked about becoming a
principal somewhere, getting accepted in a doctorate program by age 60, and, finally, become
the president at a university.
Coach B is already certified as an administrator and thinks it is time to make the
transition from teacher to administrator. He hopes to pursue an administrative position while
continuing to coach, which isn’t allowed in his current school district: “Either I’m going to
transition into administration altogether, or I’m going to find another job that allows me to do
both. Because, I really enjoy coaching, I don’t want to give that up yet.”
Trey wants to be an administrator in five to ten years and is thinking about a
superintendent role once his children are older. He is concerned about making such a
commitment too soon while his kids were still young because he is aware that he will be
spending a lot of time away from home and may even have to move to the southern part of
Illinois to get a superintendent job: “I have to be open to moving because there aren’t
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superintendent jobs available in Chicago. Somewhere in the state, so I’ll be more open to
moving as well.”
Daniel has already completed one of his short-term goals. He just graduated from
Chicago State University with his doctorate. He still has a few more short-term goals to fulfill.
Daniel commented:
I could say that one of my very present short-term goals would be to get my
superintendent endorsement this year. Possibly see myself in the next five years being
a principal of a school or district administrator, also possibly teaching in higher
education.
Reggie said he will pursue administration as a long-term goal. It isn’t something he
plans to do right away. He will eventually take the next step in his career as a building
principal prior to retiring. Paul is looking to leave the classroom altogether after teaching for
five years. Paul expounded:
Short-term goals I’m actually looking to get out of the classroom. I want to do
something else in education. I’m currently looking at interviewing for an education
technology professional development jobs where an ed tech company hires former
teachers to educate current teachers how to use software. Long term I would like to
definitely do something in education. The next five to ten years, maybe do some
independent consulting for education.
Marvin said he would like to start a community service program similar to Safe
Summer and have the program be a model for other areas. It is an addition to the teen program
that is already offered.
We have a program that I work through my part-time job through the Park and
Planning Commission. We have what is called Safe Summer. In this teen program, we
provide activities for the teenagers to come in, we offer sport activities, invite guest
speakers, we go on field trips, etc. … Also what’s interesting is there are law
enforcement officers at each site. There is Staff along with law enforcement officers.
The law enforcement officers are there not only [to] protect, but to establish a
relationship with the kids.
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Many believe, now more than ever, that it is really important to establish relationships
with enforcement officers to help reduce the negative media press with regards to the issues of
young Blacks in the last few years. Marvin added more information regarding the Safe
Summer Program:
My goal is to take a page out of that program and take that program to my home town
to the eastern shore, because in my home town there really is nothing for them really
to do. If you can do something you have to drive 15-20 minutes. To go to another city
to participate. I want to try to establish something there.
Other participants wanted to remain in education. W.C. shared his short-term goals as
well. He understands the importance of career planning and wants to help the youth plan for
the future. W.C. said:
To branch out into guidance counseling. I really feel the strong call for career
development and career guidance. So I want to offshoot what I’m doing now, yet
working in the public school system, but as a guidance counselor. And to be able to
do career planning and planning development with students. Now, my long term, I am
caught between African American studies and/or a doctor of divinity. I know both are
two different things, so I’m not sure about which one I’m going to pursue in doctorate
in, and I’m really struggling with that right now.

Interests

Besides the goals that were mentioned above, some of the participants discussed their
interests. Coach B had many aspirations, and teaching wasn’t something he had planned on
pursuing. He had wanted to become a physical therapist or athletic trainer before entering the
law field. Because life happened and he had to deal with some very hard and personal
decisions, he ended up becoming a physical education teacher in Indiana.
It’s funny how God works. If you’d have asked me in high school if I was going to be
a teacher, there’d have probably been a fight. I’m not going to be a teacher, seriously.
So consequently, I originally went to school to major in physical therapy and athletic
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training. During the process of – when you get to the point where you get to your
clinical and you get to the point where you get assigned a team, which is your junior
year, you have to be dedicated to that sport. So I had to make a decision – consequent
to what ended up happening is I get assigned a team, so I’m with that team during the
whole season. So I’m assigned to the basketball team. I’m their trainer the whole
season, I’m there for practice, games, injuries, taping ankles. So it’s kind of hard for
me to do that and still participate, because I was on a track scholarship, to do both. So
it came to the point where I had to make a decision. Either I was going to continue
with my major or give that up – continue my major which consequently meant I had to
give up my track scholarship, or switch majors and be able to still run. I changed my
major to education. So I knew I liked coaching, I knew I liked dealing with kids. I’m
going to change to education, that way I can graduate and I’ll figure it out later.
Lex wasn’t sure what to major in or what to consider as a minor in college; this was all
new to him. He spoke to one of his teachers he had a relationship with in high school and
asked him for advice on what he should do. That particular teacher told him to think about
what he was good at and what he was interested in pursuing as a career. Even though Lex
wasn’t sure about what he was good at or his interest at the time, that particular teacher
managed to help him choose something that he had some familiarity with and had been doing
his entire life, teaching.
So he put me onto teaching. So that’s kind of how I started. And then kind of grew
with the classes and experiences to a point where I wanted to help younger people in a
situation just like I was in. Had no idea what you were doing or where you were
supposed to go or what you were supposed to do. So that’s how I’ve grown as an
educator, teacher, and learner.
W.C.’s original interest was special education because he felt that was the area with
the greatest need. He started off as a special education major and immediately made the
change because he felt he wasn’t quite ready. Though he spent a lot of time and hours in
special education classes, he became a regular education teacher first.
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Why Become a Teacher

Most of the participants in the study eventually went into education because they
wanted to uplift and empower young people. They thought they would complete teacher
education programs and teach and everything would fall in place. Marvin highlighted
developing the whole person, which is the main reason he became a teacher in the first place.
Marvin’s mother taught for 37 year, and his aunts and cousins also taught. His father was a
bus driver through the school system for 55 years. He also was the first Black town
councilman, and he served several terms. He, like many of his family members, wanted to be
involved in education to help people, so he started building relationships through teaching and
coaching.
First, I would explain how satisfying and gratifying it is to become a teacher, to teach
to make change and to make a difference. Helping people, helping them grow. You
want them to be lifelong learners. You want them to be productive citizens in today’s
society. They are our future. In order to make sure they are making the proper
decisions, flying right, making the right decisions. Some of the decisions that they
make may have an effect on me one day and might have an effect on you one day. So
you want to try to equip them with as much knowledge as you can. With everyone
doing that hopefully, they are ready or at least they are equipped with the necessary
tools to become productive citizens of today’s society. Also, you have to love what
you do, because if you don’t it’s going to show in your teaching. You have to have a
passion about what you do or it will show. If you don’t have a love and a passion for
it, how do you expect the kids to learn?
Jeff’s mother was an avid reader and did not accept people born and raised in this
country speaking bad English, so he had always wanted to teach students to learn proper
English, with the understanding that slang exists and texting doesn’t make it any easier to
teach them proper English. This is something that has to be learned in order to be successful
in this country.
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So, I had it in my head growing up in the program, well I need to teach kids to be
aware of their language. I’m not saying get away from –All that stuff. I’m not saying
get away from it, what I’m saying is you have to learn the King’s English for your
future. So that part of me still resonates.
Some of the participants in the study simply wanted to become teachers because they
had grown up in similar circumstances to some of their students and wanted to help the
younger generation who had come from these backgrounds. Some of the participants grew up
in low-income households, similar to some of their African American students. Coach B
stated, “I felt like I was best suited for that by me being a kid from the ‘hood’ for the lack of a
better word. I thought I could relate to our kids, and so I thought I was best suited in that.”
Likewise, Reggie wanted to make a difference: “To make a difference. Especially for
people who look like me. That African American kids are not doing well.” Lex thought that
reaching out to kids through coaching is another way to connect with the students in a
different setting: “Have the opportunity to influence some kids in a different way. And
sometimes those tend to be a different kind of kid than you might otherwise reach in a
classroom.”
Teaching has its perks, according to Coach B:
Overall, I enjoy teaching. I love what I do. I earn a great living, I mean, we have our
summers off. I’m a teacher, a coach, an athletic director. I think I coach three
different sports. I train in the summer. I coach track in the summer. I have a
basketball camp. It’s other means to be able to make an impact… And so when I put
that into perspective, I really do love teaching, so eventually the money will come. At
the time, when I first graduated, I think I started out making like $32,000 a year. For a
kid coming out of college, that’s because I don’t have any kids and that. I felt like that
was my best.
W.C. knew he was destined to be a teacher when he was a very young boy. He always
felt like he was a good communicator.
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I struggled with areas in school and it was because of my learning style, and it was
never really channeled and tapped into the way it should have been. So therefore,
some things are very difficult for me to learn, and they didn’t necessarily have to be.
I’ve always felt an affinity with teaching, a respect for teachers. I always knew that I
was supposed to teach, that this was a profession that I was supposed to pursue.
A few of the participants went to historically Black colleges and universities (HBCUs)
and were motivated to support the community. Teaching was a way to reach out and support
the community. Trey had his first experience with African American male teachers while at
college.
So it was just really the motivation to give back. You know, the motivation to have
that effect on my community because I lived in the community. So I wanted to have
some type of influence on them.
Similarly, Daniel shared:
I was tired of dealing with adults. Just to make it point blank, I was a chemist, I got
laid off. I liked working with kids and teaching kids, and I wanted to get into a
teaching program and got my certification and became a teacher. From that moment
on, I started my educational career

Influences in the Education Field

Some of the participants in the study came from families that promote and support
education and absolutely enjoyed being educators themselves, so they were encouraged at a
very early age to become K-12 teachers. Some influences came from coaches, district leaders,
and other head or master teachers. A master teacher is a distinguished teacher. According to
Bloom (1982), some education systems require that the teacher be a subject-matter expert
with superior knowledge, skilled in teaching, gain respect from the students, consistently
demonstrate care for student learning, and produce results. If all of these are mastered, master
teacher or head teacher status may be granted in some school systems.
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Family influences

Jeff’s influences came from females both in and out of the classroom. One of his
major influences was his mother, who was a master teacher. Jeff mentioned that most of his
relationships were with Black females.
Well definitely mother and just seeing how her students would remember her even
today. They will remember her as Mrs. H and that influence and definitely I think
about that and wanting to be an influence in somebody’s life. Kind of just – for me,
I’ve always wanted to be remembered for helping students with their language. So, I
think that’s kind of the push with some of what I do. But, definitely that and the
influence of my mother. Also my eleventh grade teacher was an influence on me,
specifically to English.
Like Jeff, Marvin was influenced by his mother and other family members. He grew
up in a suburb of Maryland, and his mother taught for more than 30 years. Marvin didn’t
mention his mother had master teacher status like Ms. H., Jeff’s mom, yet both Jeff and
Marvin’s mothers have taught for over 30 years. Marvin discussed his family members’
influences on him getting into education.
My sister is a human resource supervisor for the county. My brother’s in law
enforcement. My Father is a community guy, he was town councilman and that’s what
kind of led me towards that especially, with my mother teaching it just felt right…
I’ve been teaching 21 years. And I don’t feel it. That’s when I know that I am really
enjoying this, it’s not taking a toll on my mind. It’s not taking a toll on my body. It
doesn’t feel like I am really looking towards retirement or anything like that. I am 9
years away from being eligible for retiring. I can see myself doing this for a while.
Just as Jeff and Marvin’s mothers were major influences in them becoming teachers,
Lex has given his mother the same credit. She believed that education was important and
could change someone’s life. According to Lex:
So it’s kind of funny because my mom had me when she was 44, so I grew up – there
was a generation, like a two-generation gap there. And then she was old school
herself. But in terms of generation differences, it was like being raised by a great
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grandma. So I grew up very old school. My mother was not very formally educated.
She did not graduate high school. I would have never known that, I never did know
that because she had always pounded into my head that I would go to college and I
would take on some kind of career. So I just thought that’s what you did, I just
thought that that’s what everybody did. From graduating high school and everything
beyond that, I was the first ever to do any of that. How I ended up as a teacher, at the
end of the high school I knew I had to go to college because that’s what my mom had
beaten into my head. Because she had not graduated high school or knew anything
about college other than she was going to make sure that I went.
Reggie had females who influenced his decision to become a teacher at the primary
levels. His aunt reminded him that there are very few men in education and helped him make
a connection with an assistant principal where she worked. He had this to say about the
females who encouraged him:
My aunt, she said, Reggie, they don’t have male teachers. She said, there are not
enough men in it. All the men are in high school. Dr. G was a principal, spent her
time at Math and Science Academy. And I met her, she hired my aunt to be an officer
there. Dr. G used to be assistant professor, not only was she working as assistant
principal, she used to be assistant professor at the college. Dr. G had a big influence
in me going into education. Dr. G turned more into, like, a grandmother.

Male Teachers’ and Coaches’ Influence

Coaches are well known for supporting students and providing an atmosphere that is
conducive to helping students grow. Many of the participants were proud to say that their
support comes from males, specifically a Black male teacher who had been a coach from
early childhood to adolescence. Marvin is a coach and had a Black male teacher who was a
very supportive coach.
I just thought my basketball coach was very mild mannered and cool and it seemed
like he was always there from elementary all the way to high school until I graduated.
He pushed us. He pushed us as far as coaching. I just thought that the job was so very
cool job and I thought that I could excel, in doing something kind of like doing what
he does and coach as well. I thought that was the best of both worlds. I had
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conversations with him once I graduated high school, actually, once I was in college.
He actually thought that I would be a very good physical education teacher. He helped
me along the way through conversations. Basically he was there when or if I needed
him.
For Marvin, coaching was his path into teaching and became his “craft more than the
coaching, and then they worked hand in hand for me.”
Both Marvin and Coach B were athletes and were influenced from elementary school
to high school by their coaches.
Because I remember all my coaches from Bitty Basketball, every sport, all the way up
until college, I remember every single one of them. Good and bad. My middle school
basketball coach was Mr. Barnes. He a coach and taught social studies. Elementary
school, we had one male coach, he didn’t play basketball. Barnes coached basketball
and track. In high school, I had Coach Johnson, Coach W? I graduated from Calumet
High, and I had a basketball coach who was White.
Both Marvin and Coach B agree that for many, coaches have had a huge impact on them.
They stated that the coaches have helped them in many ways.
Some of the participants were in systems that had majority Black male teachers, while
others may not have had a Black male teacher until junior high or high school, if at all.
According to Coach B the majority of teachers in Gary public schools were Black males. He
noted that one particular male teacher, Chuck L., helped him put things into perspective. He
informed Coach B to “do what you love doing and the money will come.”
Reggie’s experience with his Black male shop teacher is something he wanted to share
because it is significant for a study like this. Today, you don’t hear much about trade schools
or preparing high school students for the trades, unless it is information systems or computer
science. These types of connections shape futures. This is what Reggie had to say about the
experience.
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Mr. Bell, I met him in high school. He was my shop class teacher. I took electronics
as my shop class. It was a long term. I had him for two years. And Mr. Bell was a
very straightforward kind of person. He didn’t mince words. But I respected him. He
was very direct, he’s pretty much – because I think he was retired Navy, I think he was
in the Navy. So his thought process was you’re a young Black man, you don’t button
down and go to college, you need to get your butt in the military service. He said, you
being around the house, you’re going to get in trouble.
Randy talked about his first Black male teacher being in college, if you are talking
about “real academic teachers.” He mentioned that the only Black teachers he encountered in
K-12 were physical education teachers.
The K-12 Black male teachers I had were PE teachers. But the first real academic
teacher was in college, and he was a math professor. And I was taking calculus under
him, so that was interesting. That was the first time I was actually being taught by
someone who I had to look up to as wow, this guy really knows it. Because he was
high-level calc. Because they were PE teachers, you know, there wasn’t a whole lot of
interaction or guidance. . . . It was more of them throwing the ball out there, okay,
play, you know.
Both Trey and Daniel had a very supportive science teacher. Trey stated that Mr.
James “pushed me to excel, and let me know, hey, I think you’re a special kid, so I think you
can do good things.” Daniel’s teacher also pushed him and “liked the way that he
commanded his subject. Very knowledgeable and it was just impressive.” Daniel also had a
Black male band teacher that was instrumental in him going to an HBCU.
W.C. had experiences with quite a few Black male teachers during his educational
experiences. He mentioned how they were a well-bonded group and called each other
“brother” at one school. He remembers all his male teachers and says he will never forget the
support they gave him.
Fortunately in middle school, they had a lot of men in the building at Forestville. My
math teacher, Walter T, I think he – I wouldn’t know if these people are still living
now, they’re probably all deceased. Walter was my eighth grade math teacher. And
they called each other brothers. There were men in the school, called themselves
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brothers. So we called them brother from time to time. I’ll never forget that about
Forestville. I had my home room with Brother Kelly. He was my social studies
teacher. Mr. Bowie was my English teacher. Mr. Gibson was my other English
teacher. So I had a lot of male, but my experience with all of my male teachers was
good. Whether it was junior high or high school, I don’t remember having a bad
experience with a male teacher. Even in college, I never, I never had a bad male
teacher.

School District Influences

Jeff talked about his English Department and the chair giving them respect by taking
him to the level he needed early in his career. He credits the chair for being good at what she
did, but also being able to share her knowledge and advice. This is what Jeff shared:
So I would say most of the English Department… were very helpful. If it weren’t for
them, I wouldn’t be where I am because they –a bunch of Caucasian females who
actually took time to help me. One lady in particular, my department chair, I’ll never
forget her, she told me – like I was so down on myself and getting up at 4 a.m. and
getting home at 9 p.m., and she was saying, you’re wearing yourself out. And I was
telling her, you know, I just want the plans to be good because we were on block and I
had never worked with block before. You’re talking about an hour and a half class.
And she told me, no one has made the perfect lesson plan. And you’re talking about a
30+ year veteran.

Teacher Education Programs

To understand African American male experiences, I asked the participants to share
their experiences in teacher education programs and their perceived challenges to pursuing
teaching degrees. The participants provided information on 1) what happened, 2) student
teaching experiences, and 3) challenges in teacher education programs, including lack of
cultural preparedness.
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What Happened

Selecting a college to attend is an exciting time for future teachers who are on track to
become primary and secondary educators. The participants discussed their experiences and
what happened in their education programs. W.C., who attended a very large institution in
Illinois with over 30,000 students, was from an upper middle-class family and found that
though he was at the top of his high school class, he was, as he put it, “at the bottom of the
barrel when I got to Champaign.”
I was not prepared. I did not know how to study. I had never read a textbook. And
was number eight in my graduating class. And that tells you that we did not have
rigorous instruction… And, I said, I’ll just do liberal arts and sciences until I figure out
what I want to do. So that’s how I ended up graduating with all those special
education courses and so much background about special education. And then I
abandoned special education for like 20 years. I became a regular education teacher,
not a special education teacher.
Jeff was raised by a teacher and was very much aware of the process. Once he saw
that the college he selected had an education program, he was ready to make the commitment.
They also had English, which was a plus because he considers English to be his strength.
It was just in my blood, I guess you could say, to be a teacher. The dream was I
wanted to go to Southern University. It is in Louisiana. It’s in Baton Rouge,
Louisiana. Even though Grambling University was my mother’s school. It has a
better education program. It was just something about the University a chose, also in
the south, that just drew me to it. And I had a pretty good experience there. I felt that
the professors that I had, although really caring, there were certain times where I
didn’t think I was going to make it, but they were able to, you know, help me. And
you know, I had some people who helped me along the way… But the program there
was pretty good.
Likewise, Marvin’s family members are educators, and he was already on the path to
becoming a teacher. He mentioned how rare it was for men to get into education these days,
stating that they normally just “fall into education.” Not him, Marvin added:
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So as far as the program it was a regular education program that I had to complete…
There were certain courses we had to take that would require you to go out in the field
to observe teachers, children’s behavior, and different things. It depend on what course
you are taking would depend on what you were observing.
Lex and Coach B selected their programs based on the top schools in their states and
how close they were to their families. Lex relied on an educational magazine for the list of
the top education programs in Illinois before he made his selection. He saw that schools such
as University of Illinois, Northwestern, and Knox College were among the top in the state and
had very good education programs.
Similarly, Coach B was looking to attend a school that was close to home. He chose
Indiana State originally for the athletic training program, which was the top in the country,
and found out later the education program was a top program as well.
And one thing teacher education does is it gives us some experience… and some
insight to how a classroom works…Well, for me I knew because the reason I chose
Indiana State is it actually came down because I had a couple colleges after me once I
left junior college. And at the time, in 93, Indiana State and Ball State were top-tier
programs as far as athletic training and physical therapy. So that’s the reason I chose
Indiana State just because a group of us all from Vincennes stayed together…So for
me, it was a win-win in the sense, well, it’s not like I’m going from something – a
really solid program to something that’s weak or maybe even not accredited. And at
the time, I wasn’t even sure if I was going to stick with education as far as once I
graduated, I just wanted to be graduated.
Lex, Marvin, and W.C. had nothing but great things to say about their teacher
education programs. W.C. said this about his program:
I really enjoyed and appreciated everything because I just felt that whatever they were
teaching, they knew what they were doing, and they knew what I needed. So, I really
have no critique.
Daniel did not have any barriers to report in the program he chose. He noted that his
program was directed by an African American staff member who was supportive in showing
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him “best practices, how to plan lessons, what strategies to use, short-term or long-range, to
generate lesson and instructional strategies.”

Student Teaching Experiences

Student teaching is a major requirement to become a teacher in most states. When
Marvin was going through his observations, he realized he wanted to stay in a particular
region to complete his student teaching requirement. He had the option to work in areas that
were not diverse but knew that he would be more motivated to work with students who were
from his same demographic. Marvin said his student teaching experience was good. He was
able to observe K-12 classrooms and through these observations he was able to
[learn] different teaching styles, and you can kind of look at that to see how it would
fit you or how you can fit into certain programs. You take away from different things
you are seeing and put your own spin into it. How it would fit your personality, your
philosophy, your teaching style so that really helped out a lot.
Support by the host teachers and how a particular school treats a candidate while he or
she is completing their student teaching hours is instrumental and helped most of the
participants develop in the pursuit of doing the work for kids. Trey emphasized what he
learned during his student teaching experience and said the host teacher was invaluable once
he finally was placed in a school that worked for him.
Coach B discussed his student teaching and how great the host teacher was. The host
teacher taught him a great deal and he learned a lot. He stated that he learned more from him
in the short period of time during student teaching than he had learned in the whole teacher
education program. From his host teacher, Coach B learned the ins and outs of being an
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educator, being a good coach, and being friends with janitors, basically “how to work the
system,” and that it was the janitors who would get done or fix what you needed.
Jeff also learned a valuable lifelong lesson during his student teaching. He thought he
was going to student teach and that the students would listen, take interest, and study. It was
not that simple. This is what he remembered about the most difficult lesson he learned:
The clinicals, and one particular – I’ll never forget it. My supervising teacher, she had
me teach a lesson… it was on Macbeth. And I can’t remember exactly what the
particular lesson was, but after it – I got through the day, and it was the end, and my
supervising teacher comes up and says, that was the worst thing I have ever seen in my
life. Yes. Broke. My. Heart. But I understood what she meant… You go in thinking
that you can just talk all day and kids are going to just take this interest and then that’s
when I learned it’s not about me. And I had that mentality that it was about me…
particular part of the program was the least satisfying because I thought I had worked
so hard, but it was one of the most, how can I say it, educational things I had ever
learned because it taught me that I have to make sure that the students have some kind
of – they have to buy into it – and just talk to them. But when she said that, it made
me kind of re-adjust what I needed to do as far as teaching is concerned and keeping
them in mind. I still do that today. I’m waking up at 4 a.m., staying up until 10, and
always considering, how are the kids going to blah, blah, blah. It’s not necessarily
about me.
Reggie recalls dealing with biases from an older coworker during his internship. He
remembers his challenge when he taught third grade.
I was 27, a little naive, trying not to think negatively of people. But should have, but
my gut was telling me that some of them screwed me over. So one of the big
challenges I had – I had a third-grade classroom, had about 15 kids, and I had really
good control over the classroom. I was talking to parents. I was walking down the
street, going to homes, which was something that was contrary to their culture. You
didn’t do that. So the school that I worked at, the kids lived on Taylor Street when the
Village projects used to be there. But that’s where my students came from. So my
kids, my class was doing well. So a lot of my coworkers weren’t happy about that.
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Challenges in Teacher Education Programs

As W.C. discussed, you may think you are prepared because you left a particular
school as a graduate in the top tier, then find out later that the high school system did not
prepare you well enough for higher education institutions and teacher education programs.
The participants shared that their experiences were different, the relationships were different,
they were not necessarily a match with their host teacher, they did not pass the certification
exam, and they were treated unfairly.
W.C. discussed student teaching and the difficulties some candidates face during
placement. W.C. expounded on his experiences with observation hours and some challenges
with placement.
The only thing that I kicked up a fuss about is all of those observation hours that you
have to do before you student teach. And it wouldn’t be so bad if it wasn’t so difficult
convincing some of these schools to let you in. A lot of the schools are guarded. Who
are you? You’re a spy. You’re coming in as a student to observe and get your hours,
but are you really a plant from the area office or from the Board to spy and see. A lot
of schools, a lot of people in the schools are nervous about new people coming in.
And some will just stand off and won’t talk to you until they get a clear indication that
you’re okay. So that makes it hard. Now, most colleges have a network of schools
that they form relationships with that allow those colleges to send their kids to get
observation hours. But there were times when I had to get observation hours, and I
had to find the schools. It’s kind of tough. It’s kind of hard.
In some cases, the student teacher and host teacher were not a good fit for the student.
As part of his student teaching requirements, Daniel was assigned a mentor but didn’t think
that person was the best. Daniel thought they were effective as a teacher, but “I don’t think
they knew how to coach and nurture a newer teacher, looking for more experience, more ways
of doing things, you know.”
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Trey mentioned that you have to be disciplined and that you should condition yourself
to deal with the demands of higher education, starting as early as undergraduate through the
student teaching experience. There will be challenges and you have to continue to work hard
anyway. During his student teaching, Trey transferred to another school where he had to
advocate for himself and figure out what his next steps were in completing his goal to
graduate. When he transferred, Trey demonstrated an example of a self-efficacy construct
which is how individuals perceive themselves and their ability to apply new knowledge to
complete a task or goal (Bandura, 1989).
I had to be responsible for myself, and that’s it. I know what comes with it. Again, I
do think I’m a bright guy, but I know I have to work hard. So I know I have to work
hard… The teacher I was working with, her and the principal worked hand-in-hand, so
a lot of the time, she wasn’t in the classroom. But a lot of the time, she was doing
things for the principal. So I found I was there by myself, I was learning from another
teacher. But when I asked to be transferred or, can this teacher be my lead teacher
mentor, for some reason they didn’t want to do that. So they said, okay, well we’ll
move you to a different school. So they wanted to take me from that school, put me in
a school on the south side that had an interim principal who didn’t know how much
longer she was going to be there. So I was like, okay, so you guys are going to take
me out of the frying pan and into the fire per se. So I said, no, how about we do this?
I went to them, gave them a list of school on the south side, here are the schools that I
have to pass just to get to the highway. And then I said, I can list all the schools that I
pass while I’m on the expressway I’m passing. I said, so, do you think you guys can
be more accommodating? And I was getting the run around. No problem. Again, I
was there doing what I was supposed to do, so I transferred my credits. I’d go
somewhere else because, again, you’ve got certain stipulation with them that once you
finished the program, because you were getting paid while you were working.
Paul’s challenge was to find the time to commit to the program and student teach for
four months. He had family obligations and, in order to make this work, he had to sacrifice
time to complete the student teaching portion that normally lasted approximately 16 weeks in
his program. He was very successful with the help of his family members and better
managing his time.
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Testing Challenges

Coach B discussed his route to student teaching. At his university, you could take the
Praxis exam, which is a national teacher exam, to begin student teaching. According to Coach
B, a Praxis exam is a reading, writing, and mathematics test required for everyone before they
enter a teacher education program in most states. Prior to 2010, Illinois called this the basic
skills test. Today, this test is called Test of Academic Proficiencies (TAP). In discussing his
experience, Coach B stated that he almost had to sue the school to be able to continue
teaching.
I decided, I was like, well, instead of me taking this Praxis test, I’m just taking
national exam and be done with it. Consequently I didn’t pass the math portion of the
national exam. Their curriculum is set up you have to pass the Praxis or the national
exam in order to continue your teacher education…And so they basically told me, no I
couldn’t student teach. And so there was another young man in the same scenario that
I was in, he did the exact same thing, and they told him the same thing. What we
found out, though, a buddy of mine who played football in the same scenario, previous
semester, and they had allowed to student teach. Because at the end of the day, even if
I finished my student teaching and I get my degree, I still can’t teach until I pass the
Praxis to get my teacher’s license any way. I just wanted my piece of paper. So they
allowed him to do that, so they set a precedent as far as allowing him to do it. They
didn’t know that I knew, so, luckily I had an angel on my shoulder. The young man
who was in the scenario that I was in– he was some rich White kid from some little
town. His dad owned a hardware store, so they had money. So he threatened them
with their lawyers and my name was included on the original initial lawsuit.
Similarly, Daniel affirmed:
I wouldn’t say there were huge challenges. The only thing was getting used to the
Praxis, the test that you had to pass. The program prepared me as far as instructionwise. The test itself, you passed to show that you were competent in the content.
Once I discovered how the test operated, if you will, it was okay. The first time – I
mean, the first time I didn’t pass it, but I took it for the experience. I really started
studying back up on my biology and what have you. And I passed the test by so much
the second time around that they did a – they wanted to make sure that my score was
not one that was cheated on, if you will. So that was the only “hurdle” I had as far as
getting into teaching. But like I said, I interviewed at one school district, I was a
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finalist there, but then the very next school district, I was okay. Praxis. Test of
Academic Proficiency in Illinois, I’m actually working on that right now as far as for
the superintendent. Believe it or not, they make you take that Test of Academic
Proficiency even if you’re going for the superintendent license, it never applies.

Lack of Cultural Preparedness

Cultural preparedness is responsive teaching for teachers, such as developing a
culturally diverse knowledge base, fostering cultural caring for diverse groups to enhance the
learning community, and facilitating cross-cultural communication (Gay, 2002). Many of the
participants mentioned that the teacher education programs they attended did not prepare
them for disruptive students or for the culture of certain groups. Reggie addressed the fact that
teacher education did not prepare students “for the culture or climate. . . [or] for interpersonal
relationships” that may occur. He suggested that he would be interested in teaching a class on
these two things plus “what to do when you come into a new situation. Then the last one, . . .
when you have a supervisor as a dictator, because they’re not – administrative.”
Reggie spoke about many things that teacher education doesn’t prepare you for and
mentioning politics, saying this about things they could revisit and improve:
They don’t prepare you for the culture or climate that you’re walking into. They don’t
prepare you for interpersonal relationships that you may or may not have. You know,
three things that you really – I almost want to teach a class on that. What to do when
you come into a new situation. Then the last one they don’t prepare you for when you
have a supervisor as a dictator, because they’re not – administrative.
Paul added:
Academically some of the same challenges, but as far as problematic, defiant, kind of
aggressive kids, I didn’t have that experience. So when I got to the south side, then I
was definitely in store for a new experience. Which I wasn’t – the teacher education
program didn’t prepare me for that.
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Reggie also spoke of classroom management and behavior modification programs as
lacking in teacher education. According to Reggie, teacher education is known for its focus on
the principles of teaching and very minimal work on dealing with kids who are disruptive.
Coach B makes a point about preparing teachers for their future students. He believes
that the student is the customer, is entitled to receive fair and reasonable education, and the
teacher education programs aren’t preparing student teachers for the real situation, such as
disrespect from students and unprofessionalism from an administrator, which is basically
culture and environment. Coach B revealed:
From an educational standpoint, as far as dealing with kids, disrespect. From a
standpoint, and you know verbal, some of us combat it. Some of it’s of a nature where
they have a sense of entitlement from a sense where they haven’t been told, even by
their parents or someone else, that they don’t necessarily have to follow directions and
do what is being asked. And that causes a lot of conflict.
W.C. had a very well-thoughtout response to this, and it is actually fitting when talking about
teacher education programs preparing students for the world we live in today.
Not the educational part, the preparatory programs per se because they prepare you,
but they don’t prepare you for the reality. And that comes from the local school and
the school district. Only the school district and/or the local school can prepare you for
that. And even if the local school district doesn’t support because CPS does not
support it as it should be. Like I said, if you land a job in a local school where that
philosophy permeates the building, discipline, law, order, respect, and then you stand a
chance at being happy and growing and contributing. But if you get in a school where
it’s helter-skelter and everyman for himself, it’s not going for me, and men don’t stay
in those kinds of environments. They’ll come, but they’re trying to leave as soon as
they can.
Careers

This study discussed the career paths of African American males into education once
they decide to pursue teaching careers. There are five stages that change over time depending
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on one’s experiences, thus making career development a lifelong endeavor in developmental
self-concepts: growth, exploration, establishment, maintenance, and decline (Super, 1980,
1990). The participants contributed several responses, and the most discussed topic, included
1) first jobs, 2) career change to education, and 3) alternative programs to recruit for shortage,
and 4) leadership.

First Teaching Jobs

An individual pursuing teaching as a career will set goals, select a school, complete
the requirements, and find the first job (Ahmad & Boser, 2014). That isn’t always the case
and is easier said than done. Jeff, Marvin, and Lex started their careers as teachers and are still
teachers today. They shared their experiences about their first jobs.
Some of the participants talked about wanting a job after completing the education
requirements, and it didn’t matter what type of institution or setting, so attending job fair was
the first place to start the job search. Teachers who attend job fairs are often screened by the
human resources department, according to Marvin. For example, because he wanted to teach
in a predominantly Black school district, Marvin attended a job fair during his senior year.
They had different counties represented and different school districts represented at
this job fair. I had eight job offers that same day, eight contracts saying signed sign
right here and it felt good to have a choice. School districts in New Jersey, DC, Prince
George’s, Baltimore, they were all over and most of them were predominately black
school districts. Let’s me know how much we are in need.
Marvin would have been happy with any job; he just wanted to teach, something he has been
doing for 21 years.
This is what I am in. I can say that. Where it didn’t matter, it really didn’t matter. I
can adapt to any situation, in a school environment. I kind of wanted some kids that
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were kind of rough around the edges. Some kids that I wanted to help grow. So I
thought being in Prince George’s County seeing, seeing the challenges and able to
observe the kids.
Like Marvin, Jeff also attended a job fair in Louisiana, where the schools are divided by
parishes and not district.
I happened to be at a job fair and I walked by this table and I saw our former principal
at this table and I just placed my resume on his desk and walked away. I never heard
from him. And then that’s when I received a call one day from the school district.
They called me in and, much to their surprise that a Black male showed up with my
first name. It was definitely interesting for them to see.
Both Marvin and Jeff agreed that their experiences at the job fair proved they were needed.
No Child Lift Behind tightened up the requirements and made it so everyone had to get
a certification in education in order to teach in primary and secondary education. Reggie
shared his experience once he finally received his certification.
So when I got my certification that year, the people down at the certification office
were. What the hell you doing with that certification. When I did that – so that’s what
they did. That was the 80s and 90s. FTB – full-time based substitute. So the big
problem – so that’s why when you talk about the school system failing, we had people
that weren’t teachers. But see, they don’t want to talk about that, they want to
conveniently forget that. So that’s part of – the other part of the problem. That’s why
the test scores have gone up, because now you have people that – you have to have a
certified teacher in the classroom now. It’s the law. So you can have a day-to-day
substitute, but you can’t classify them as teachers, trying to get the unions all together
so people cannot be tenured. So they can pay us less money to do the same job.
Some of the participants earned credentials for English teacher roles hoping that
would give them preferential treatment because of the high need for English teaching staff. It
did not. Jeff was told that as an African American male teacher, he would have no problem
getting a job teaching English. Contrary to what he was told, it wasn’t easy, particularly in a
new environment.
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And it was definitely difficult because Louisiana is under Napoleonic code, and
everybody else had counties. So we have parishes. So even that transition was a bit
different, and it’s hard to get certified in Illinois. It’s not easy at all when you move
here because I aided for two years at a local middle school, which really honed skill
for me.
During his first week as a teacher, Lex had prepared a classroom assignment for the
parent-teacher week. Unfortunately, the principal was not happy about the assignment, which
Lex thought was great. According to Lex, he learned a lot and would not change anything
about that experience: “I grew from that experience. I’m all about learning and growing, so
no, there’s nothing I would change.”
Coach B noted that he enjoyed teaching, was good at it, and took pleasure and pride in
teaching. For him, “the response I got from the parents, the teachers, the administrators – and
then you feel good. So I enjoyed what I was doing. You have your good days and your bad
days, just like anything else. But overall, I enjoy what I do.”
Paul’s preference was seventh graders, but his first job was being a third-grade
teacher.
I’d much rather do the seventh graders, because, you know, the third graders are real
needy. Zip my jacket. He said the f-word. She said this. He hit me. So, yeah, a lot
of it tattle-telling, a lot of young baby-type behaviors. So that was not a good fit.
Trey’s first job was the result of taking his career into his own hands, finding a
student-teacher program that worked for him, and, of course, being in the right place at the
right time which helped him get his first job. Because he had a developed a relationship with
the reading specialist and the principal, when the principal, Dr. Dunbar, left Cameron to
become principal at Nash he was offered a position.
So when the principal, Dr. Dunbar, got the position back at Nash as the principal, she
called Miss M. and asked her to be one of the assistant principals. Miss M., in turn,
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asked maybe about three or four of us to follow her to Nash, and I was lucky enough
to be one of those teachers that she asked to go with her to Nash.

Career Change to Education

Education is one of those fields that may not be considered an attractive career choice
in the beginning; according to Coach B, “It’s not a glamorous profession anymore considering
what we have to go through and the amount of money we’re paid. My response to that is, it’s
about what you like to do. I enjoy teaching.”
Some of the participants had career paths in law, business, marketing, corporate sales,
dentistry, and chemistry before changing careers to primary or secondary classroom teachers.
Paul was looking for something more fulfilling after working in corporate sales for several
years. He went back to school and graduated from the University of Illinois at Chicago,
completed his certification, and has been a Chicago Public Schools (CPS) teacher for over
five years. He said, “Corporate just wasn’t personally fulfilling or rewarding. And so, I
wanted to do something more meaningful and decided to get involved in education, give
back.”
Several participants noted that they switched careers to become teachers. They also
noted that the skills they developed in the corporate world transferred to and were helpful in
teaching. Paul and Randy were in the corporate world for more than 10 years and later
decided they wanted to be teachers. Paul, who was in sales, explained that in sales you have
to have “people skills and certain skills and talents to communicate, persuade, interact, and
have good interpersonal skills.” These were some of the skills he brought to the K-12
experience.
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Randy started out wanting to pursue a career in dentistry but became a lab technician
in the chemical field instead. Becoming bored with his job as a lab technician,
I just quit and decided – well faced with the decision of what I was going to do next, I
didn’t have a plan. It was one of the few times in my life that I did not…I was a new
parent and I was like, well, I’ll have the summers off to spend time with my [child]
what at that time was a child, turned into children – but spending time with my child
would be fun. So that kind of influenced my decision to go ahead and continue
teaching. Okay, then left the field of education again and became a case manager – a
production manager. And got another opportunity to get a master’s in education while
teaching. So I’m like, this is great. This falls right in line with what I felt my skills
were anyway.
Trey didn’t start his career in education, he was in politics, but growing up taught him
to give back to the community in some way. He completed an alternative certification
program for special education and became a special education teacher.
I started in an HBCU, I was mentoring. There was a public school right by our dorm,
so we got in a mentoring program. So when my friend approached me with the
alternate certification. I was already teaching because I was looking at possibly
education. I was focused in that even when I was coming up.
When the economy took a turn for the worse in the late 80s and early 90s, several
participants turned to teaching as an alternative career. Daniel was tired of dealing with
adults in his previous job as a chemist, so, after getting laid off, he starting working and
mentoring kids and enjoyed the work.
I was working with kids on the side, mentoring and tutoring at-risk kids, courtappointed, for a program and after I got laid off, I started working in day treatment and
working with kids. And I liked working with kids and teaching kids, and I wanted to
get into a teaching program and got my certification and became a teacher. From that
moment on, I started my educational career.
Randy was also motivated to try teaching as an alternative career. His main goal was
to transfer the knowledge he had gained over many years in the private sector and incorporate
it into the classroom curriculum.

101
The youth need to know what’s going on out there in the real world so that they can
make better decisions, better choices about their future. And so I kind of thought that
I was taking some industry experience back into the classroom so it would make
teaching science a little bit more relatable to the students, and that I would be better
able to advise them about, you know, some different career paths that they may want
to think about.

While working on his master’s in exercise science, Coach B decided to teach. He fell
in love with teaching but wasn’t quite finished with the idea of becoming a lawyer.
I always had ambitions of being a lawyer, being an attorney, so that was always in the
back of my mind. When I got to Atlanta, I [said], I’m either going to do it now,
because I wanted to start [or] leave law school before I turned 30. So that was my
whole ambition. So once I got there, I said you know what, I think I’m going to move
back home and try to get a job. Because actually a buddy of mine was working as a
paralegal at another law firm, and he’s like, you should come up here, man, that way
you can have connections.
But teaching was what he was passionate about and what he is doing today.
You know if you’re working in the legal profession already, it would be a lot easier for
you to transition to law school. That way you’re also making connections and
networking and so on etc. Makes sense. So I moved back and I proceeded with that
and everything was pretty much on track until my dad took ill and then God has
thrown us a curve ball.

Alternative Program to Recruit for the Shortage

Teacher education programs have not been able to produce the number of minority
teachers needed in the K-12 education system due to a lack of lack of university support and
ongoing funding (Ramirez, 2010). The shortage of African American male teachers is getting
attention with Secretary of Education Arne Duncan taking on the initiative during his term
(Webb, 2013).
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Many of the participants in the study were aware of the shortage of minority teachers
and found alternative routes to become teachers, such as Teach for Chicago, Teach for
America, or by being substitute teachers. Some of the participants were long-time substitute
teachers prior to accepting a full-time role as a classroom leader.
Randy, who had spent nearly five years in the chemical field and then got bored,
became a substitute teacher and later enrolled in an alternative teaching program which he
learned about from his mother-in-law. He also recognizde that there was a need for school
districts to hire Black male science teachers. Randy noted he “started and kind of loved it,
and thought, wow, this is kind of cool…It seemed like a wonderful opportunity for me.”
Randy went through an alternative certification program to become a teacher. He
successfully finished the Teach for Chicago program that is similar to Teach for America.
I got laid off from the industry job about the same time that Chicago Public Schools
offered an alternative to certification program for teachers. And so it was called Teach
for Chicago. So it was the model that was used for the Teach for America. So I got in
ground floor. Out of 1,000 applicants, they only took 100 of us, so I was one of the
100 people chosen for the Teach for Chicago program. So the agreement was, they
were going to help us get a master’s, then we had to stay on for two additional years.
So it was like our way of paying them back. So the master’s program was two years,
and then after the master’s and after becoming certified, because the program did not
cover the certification, only covered the master’s program. So we still had to get
certified on our own. So after we got certified, then we had a two-year contract with
Chicago Public Schools to pay them back.
Trey also participated in an alternative certification program at UIC. This program
was particularly geared to individuals like Trey who wanted to get into education. Trey
completed an alternative program but was not supported in the way he needed. He was
frustrated and took it upon himself to initiate the change required for him to be successful in
his career. The program had promised to accommodate the students, to place them in schools

103
within their neighborhood or similar neighborhood, and to provide them with mentor teachers.
According to Trey, this never happen, so he meet with the head of the program and “I said,
you know, I need to move because this isn’t the best situation for me to learn in.”
Randy participated in an alternative program to become a teacher and thought it was a
great place to bring up new ideas for positive changes to the system.
More of the school that I hoped for, I thought that I would – since we were being put
through an alternative program, that they kind of knew that we were going to come in
with different ideas. I was hoping to be placed in a school that was liberally minded,
that was a non-traditional type of school so that they would allow flexibility and
academic freedom. And I found out that that I was just another spoke being plugged
into the wheel of a broken system. I kind of fought that for a couple of years, and then
I realized, well, you can’t be the only one that’s trying to make a change. You’re seen
as a rebel and as a naysayer and everything for just asking a question, for just trying to
learn, you know, which is kind of a paradox because education is all about trying to
learn and asking questions.
Coach B explained that we are in need of qualified teachers. In the future, due to the
demand and the lack of individuals willing to become teachers through the traditional route,
the alternative program will be available, and the teachers will be as good as the programs
used to recruit them. This includes the recruitment of African American male teachers
through alternative programs as well.
The participants in the study were very direct and often spoke of alternative programs
and non-trained educators in the same sentence. Some of the participants described their
experiences and displeasure with programs that produced nonqualified educators through
alternative routes in the K-12 system. Some, on the other hand, got their start in education
through alternative programs and described their involvement as a good experience overall.
They discussed the shortage of African American male teachers, shortage of role models, and
substitute teaching.
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Shortage of African American Male Teachers
Marvin spoke openly about the shortage of African American teachers and how there
is truly a need for them. If there are no Black males coming down the pipeline, then there are
fewer opportunities to improve the shortage of African American male teachers in K-12 and
becoming role models for kids that are in need of support (Wells-Wilbon & Holland, 2000).
Marvin noted that the shortage of African American teachers “is a crying shame.” He recalled
that 20 or more years ago,
they did not hire not just Black males, but not one Black teacher. Period. Not one
Black teacher. Not a new hire. They may have had one or two old ones still there. But
not one new hire in that school. Now, custodian, yes. Other positions, yes. But not
teacher, not counselor, not a one.
He added that his cousin sought a job at his old high school and did not get an interview, and
he was told to get more experience.
Daniel thinks the problem with urban schools is that the Black male is missing. He
believes that if there were more Black teachers, especially Black males teachers, “there
wouldn’t be so many problems in urban schools, because more structure would be in place, if
you will.” Coach B revealed that he is in a national fraternity and only knew of a few Black
male teachers, one being his Sigma fraternity brother, and he could count on one hand the
number at the elementary levels.
African American male elementary teachers, it’s a rarity. I think it’s needed.
Especially because now so many kids, and I am not sure what happened – well I know
what happened – so many kids with emotional, psychological issues… So I think it’s
needed, for us. The problem is, you know, you don’t have that many coming through
the pipeline. Depending on where you go. Obviously in you’re in a predominantly
African American community, and then you’re going to have more African American
teachers working in that school. But overall, especially by us branching out more, just
even in this area.
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Reggie seemed very frustrated with the full-time-based (FTB) employees he
encountered. FTB employees are hired in public education to fill positions in the urban
setting. According to Reggie:
What they did, there was such a shortage of teachers they had to – they were grabbing
people who had a bachelor’s degree. Didn’t have to be in education. Because they
weren’t paying enough. So people are like. I want to be a teacher, I want to teach,
and I am going to make way more money. And they hired all these people.
Reggie gave more details on the damage an untrained teacher can cause. He suggested
that the FTB program was so desperate to hire teachers that they were just taking anyone off
the street and, in this case, the teacher didn’t like urban kids. This is what he shared:
So then I had a coworker who was one of the people I named, I was telling you about
[FTB] White, Caucasian woman. She looked like she might have had some type of
physical difficulty with one of her eyes was kind of lazy. Doesn’t seem, for a lack of a
better term, not all the wires are firing in her head. And that was kind of difficult
dealing with her because she kind of had a mentality about the kids that I didn’t share.
I’m kind of looking at her and I’m like, okay, you’ve got 23, you’re pushing 45.
You’ve been doing it – it seems like you switched over from whoever you were in
education, you weren’t a teacher. You’re one of those people they grandfathered in
because she – but she was one of those people that had to go get her deficiency taken
care of. So I know she’s one of the people, she’s FTB, which is full-time-based.
W.C. came through a similar program called full-time provisional (FTP), where he
taught for three years as an uncertified teacher. Both programs were initiated by CPS. “A
full-time provisional, that [program] has been eliminated for some years now, but what it was,
was that if you had a degree, and you had a substitute license, they would hire you to maybe
cover a class. If they liked you so well, they asked you to stay.” Like Reggie, W.C., who has
been teaching for many years, came through the program, which included some good and
some bad.
Coach B added:
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I think you’re going to have a lot of unqualified teachers trained. I shouldn’t say
unqualified. And like I said, that’s kind of fallen, but unqualified, non-teacher-trained
people in the education profession. Because now if you have a degree and you can
pass the teacher required tests – say if you want to teach English and you can pass the
Praxis exam for English, you can teach. You don’t have to have any private, previous
teacher education, you don’t have to have any teacher education program, etc. So, if
you can pass the math certification, you can teach math K-6. You can literally, you
could decide that you want to teach math. You can find out what exams you need to
take to teach, what exams you needed to pass, study for them, take the Praxis, pass it,
and you can get your certification in the mail. So that being said, you’re going to have
a lot of, in my opinion, a lot of non-trained educators.

Shortage of Role Models

Male teachers leave a lasting impression on the student (Wells-Wilbon & Holland,
2000). Female teachers are doing their jobs and are certainly capable, but the male presence,
as some of the participants discussed in their interviews, is important, too. Minority students
don’t seem to have positive role models, and most of the participants in the study gladly took
on that role in the classroom. Students need someone who is a classroom leader and willing to
do work that is meaningful to the student. The African American male teacher who is in the
classroom recognizes that he is a role model (Wells-Wilbon & Holland, 2000). Paul suggests
that “the students need someone to look up to and say, maybe one day I’d like to be like this
person versus a lot of the everyday men they meet in their lives.” Daniel added that a Black
male presence is necessary; some of the teachers are able to relate to the students, and they are
someone the students can talk to.
Likewise, Coach B stated that many of the students don’t have “male role models,
either at home or either at school,” making it difficult for them to relate or understand and to
always be on the offense. Coach B also noted that there are so “many kids with ADHD. I
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think they’re over-diagnosed, too, by the way. But then you have – and I see it on a first-hand
basis – some of the kids are out there, they’re all over the place.”
Jeff brings up the point that there is so much racial tension with what has happened in
Ferguson, Missouri, and, as he put it, “callousness toward Black males,” that Black males are
needed in the school system.
I have a hard time, and I don’t think I’ve ever really told anybody, but I have a hard
time leaving my school because it’s hard for me to fathom that there won’t be any
Black male teachers at that school. And it’s mostly Caucasians, but – you know, and
I’ve been asked, well, why don’t you just leave that school? Why don’t you go over to
the other school? There are more of them over there. But I’m like, well, but then
you’re shunning the Black kids that you have at this school. So what about them?
And so I think it’s just necessary for us to be in education.

Substitute Teaching

Chicago Public Schools has a position called full-time-basis substitute teacher. This
means that the substitute teachers has the full responsibility of a class but, as Reggie stated,
“you’re not a full-fledged teacher, fully certified teacher, and I’m going to pay you about 80%
to 85% of what a full-fledged teacher would get. And you are a substitute.”
Eight out of ten (80%) of the participants in this study subbed at one time or another.
Reggie worked as a substitute teacher between 1997 and 2001 at Maryville Academy in
Illinois. One of the benefits of working at Maryville was the fact that they reimbursed him for
going to school. Reggie went back to school to work on his master’s degree, which he
received in 2001. During that time, he worked on getting certification, which he also received
in 2001.
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Marvin attended Bowie State University, got his bachelor’s degree in physical
education in 1994, and started teaching in January 1994 at Laurel High school, where he had
worked as a sub. Later, he worked at the Thomas G. Pullen School, a creative and
performance art magnet school, where he completed four years.
W.C. subbed in high school for three years and even went back after he receive his
teacher certification. The school district contacted the Board of Education and assigned him to
that particular school. Similar to most substitution assignments, the teachers were asked to
come back if they performed well. W.C. stayed.
I started out as a substitute. As a substitute, you get to float around. You pick to be
either an elementary sub or a high school, they’re not the same. You pick the track,
either sub for elementary or high school. To show you how I didn’t really know what
I was doing, I said I want to teach secondary, I want to high school, so I’m going to be
a high school sub. And so I applied and I was hired as a high school sub. But one day
they called me and said, we don’t have any high school vacancies today. Would you
accept an elementary position today? I said, sure. And never left. And went to an
elementary school. I did several elementary schools. Maybe I did about three or four
of them. And I ended up going to this one particular elementary school on State Street
– Wabash, actually – and ended up staying there.
Trey, on the other hand, was subbing and was encouraged by a colleague to look into the
alternative certification programs for teachers. His colleague informed him that as a sub, they
would pay for him to go to school.
Randy discussed that, back in the 80s, you did not have to go through all the channels
and processes to get a job in education as a sub. All that you needed was a college degree and
to complete the paperwork.
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Leadership

It is a difficult task to get African American males to commit to a career in education
and keep them in the classroom because of the lack of status and low pay (Clements, 2013).
But today we need and want them to stay not only in education, but in the classrooms as
teachers. Several of the participants discussed the fact that they sought ways to increase their
chances of being administrators and better teachers. Some said they became administrators so
they could be at “the table” when discussing policies, procedures, curriculum, and hiring of
new teachers. For example, Lex who is an assistant principal at a school in a Chicago suburb,
believes he can continue to serve the young men better in this position because he can
communicate his concerns directly to the district administration.
Daniel, who recently graduated with his doctorate in educational leadership from
Chicago State in May 2015, decided to obtain his doctorate to enhance his skills as an
educator and an administrator. Upon graduation, he was promoted to principal and began to
complete his superintendent endorsement to achieve an even higher ranking in education in
the next year or so to become a leader of a district where he grew up.
Coach B got his master’s degree in 2010 in education administration. He is
contemplating transitioning into administration because that is the next step in his career:
“The ideal situation for me, I would be an administrator and coach, but they don’t allow us to
do that in my school district. So, one of two things is going to happen. Either I’m going to
transition or I’m going to find another job.”
Jeff has plans to one day become a president of a college, but for now he would like to
move up to a principal. Reggie, Marvin, and Trey all have aspirations to become an
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administrator in the K-12 system. They agree with Marvin, who has his master’s degree in
education administration, when he talks about how school districts are “downgrading
principals and people in high positions, bogging them down, principals to vice principals.”
Marvin highlighted these additional points:
That’s why I got my master in Education Administration because I actually wanted to
be a principal. I’ve kind of falling off of that. I’m not in love with it anymore being as
far as becoming a principle. I kind of set my sites on something else. I am in the
thinking process now. One of the things that kind of put my ultimate plan on hold and
simply put with the economy the way that it was and the way they were down grading
principals and people in high positions, down grading them down principles to vice
principals, vice principals back down to teachers, and upper management going back
to teaching. So we took a hit. The economy took a hit. My thinking was, because you
know when you transition and you go somewhere else you are not tenured take
another position, you are not tenured. So when you are not tenured it can be a last
hired, first fired type of deal when it’s time to make cuts, at least a vice principal. I
didn’t think that it was a good idea, when I really started looking at things… maybe
not through a teacher’s eye but from an administrator’s eye. I didn’t particularly like
what I was seeing. It didn’t fit me. So I just said the best thing for me to do right now
is to stay put. Maybe I need a change of scenery to kind of get me motivated again.
Lex doesn’t care much for titles; rather, he is more interested in finding ways to utilize
his skills and talents to give back to the children. For him, teaching is not just being in the
classroom; it’s working with the children both in and outside of the classroom, and as an
administrator, he strives to continue to be with the students. Jeff agrees with Lex.
I know schools have these standards you have to meet and all of that. And you can
meet that, you can go in and say, this is what I’m going to lecture on and follow this,
with notes and blah, blah, blah, and here’s the test. And if they meet it, fine, you’re
successful. For me, in order to be successful, is just building a relationship with as
many kids as you can beyond just curriculum. Making sure that they do know what
their expectations are as far as district norms and standards are, and they do need to
meet that. And if they do, that’s a bonus. But in order to be successful, I think you
have to be able to teach them something that’s going to help them beyond those walls.
Trey had a good relationship with his principal. When she mentioned that she would
be leaving soon to pursue her superintendent endorsement, she discussed with him the
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possibility of him becoming an administrator so he would be ready if she came back as a
superintendent. Trey was open to this, but for him this was not the right time. He wanted to
wait until his “kids will be a little older. Right now – and being in administration takes a lot. I
mean, they’re even at the school right now. I want to dedicate this time, these early years, to
my family and raising them. So, five to ten years, I’ll be more willing.”
Experiences as Teachers

This study highlighted African American males’ experiences in K-12 education
systems as well as the support systems that keep them there. The in-depth interviews of the
ten participants on how they described their experiences as teachers included: 1) what they
learned, 2) mentoring support systems, and 3) challenges as a teacher.

What They Learned

The participants in this study shared what they learned as teachers, spoke openly about
the disdain for charter schools, and the importance of building relationships with colleagues,
administrators, and especially the students. In building these relationships, the men talked
about the variety of students in their classes, their professors, colleagues, and administrators.
Marvin learned everything was not peaches and cream, that you always had to evaluate and
reevaluate yourself, and that things change too rapidly so that sometimes it was hard to keep
up. Coach B shared, “They see you – it’s rewarding. But again, it’s just, understand and
knowing what you’re getting yourself into, don’t be discouraged.”
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Building Relationships

When African American males pursue careers in education, they definitely know that
it is a difficult job that has challenges and can be discouraging at times. If one is truly in it for
the kids and hopes to encourage and build relationships, they will be successful. Jeff, like
Lex, believes that success comes when you can enhance a child’s learning beyond the
curriculum. This is done through relationship building prior to, during, and after class. If one
is truly in it for the kids and hopes to encourage and build relationships, they will be
successful, according to Lex.
I would say if you are sincerely getting in this for kids, you’ll be fine, you’ll be fine.
If you say that you are getting into it for kids but there’s an underlying agenda, you
think you’re going to have your summers off, you think your school day’s going to be
8-3, if there’s some kind of underlying agenda, you’re going to have a lot of
frustration. And I think that there’s a huge difference between somebody who teaches
math and somebody who teaches kids. There’s a huge difference between somebody
who teaches fifth grade and somebody who teaches kids. I can teach kids math. I can
teach kids fifth-grade curriculum. But if I’m teaching fifth-grade curriculum, I can do
that without kids in my room. If I’m teaching math, I can do that without kids in my
room.
Some of the participants described their experiences in education as building
relationships, whether relationship building was with the children, parents, the community, or
colleagues. It is clear that relationship building was important to their success and the success
of their students. Coach B suggested that teachers need to enjoy the work, and the only way
that can truly be done is through building relationships. He also noted that women teachers
enjoyed teaching. He continued by stating, “I think it makes a big difference when you are in
something that you enjoy, instead of just being a job and you just show up. So we need more
people like that. That’s where you get a lot of innovative ideas.”
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Coach B suggested a big part of building relationships is getting to know the
demographics that you are privileged to work with as an educator. The urban teaching
environment has a diverse student body, and to be a good teacher you need to know who you
are teaching, their experiences, and backgrounds. He stated, “I see a lot of teachers, no
offense, but a lot of White teachers coming from Mayberry, for lack of a better word, and
they’re thrown into this urban environment, and they have Puerto Rican, Black, Latin/Black,
some are White kids. So when you’re thrown into that dynamic, you know, how do you
proceed?”
Between his family and their involvement in education and his involvement in sports,
Marvin started building relationships through volunteering as a child. “Helping people is
basically in our family’s DNA. My parents believe in people. I watched my parent volunteer
her time to tutor at the house, volunteer time at the church.”
Trey encourages educators to be patient and know exactly what they are getting into.
Once the focus is put on relationships and away from testing or test results, the educator
becomes more accommodating.
So patience, know what you’re getting into. And understand the importance of what
you’re doing. Like I said, I understand that my kids are much more than a test score.
You’re telling me that I need to, okay, this group of kids called diverse learners,
you’re telling me that I need to accommodate my kids if they have a disability or
modify the learning, if my kids have a disability or whatever. Or just for kids in
general, right? If this kid is struggling in a subject, you might have to make certain
modifications for the kid to pick up or to do something.
Charter Schools

Charter schools are an option when public schools are not working for families. Public
education has to educate every student whether special education, problematic, aggressive, or
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defiant. “Public schools are under private management” (Ravitch, 2010, p. 121). Charters
can use state funding, yet they are not run the same as public schools. Some of the
participants believe charters offer similar educational experiences compared to public schools.
Reggie found that charter schools are designed as a business model and treat the students in
the system as if they are product rather than a human. He believed that no matter how much
money they invested or how many people they hired or fired or what the “artificial curve that
you’ve developed, the children are still the same.” Reggie continued:
But all the success of the charter school is manufactured. Corporations are coming in
and running the school, identifying what the students should or should not know.
Because in that culture I’m talking about, they feel like the more educated you are, the
more stupid you are. In the middle of inner city, Black people or rural Black people
deep in the South who don’t have a lot of education themselves or have been miseducated, they feel like you’re too head-in-the-clouds to understand what’s going on,
on the ground. So then there’s that disconnect. Teachers are failing.
Coach B agreed with Reggie as he discussed what was happening in Gary, Indiana.
He noted that he is glad there is a presence in the schools, but there are “a lot of unqualified,
untrained folks working [as] teachers, and they have such a high turnover.”
Paul and Reggie agree that charter schools and private schools “don’t pay well and
they’re not very stable…There’s not a lot of benefits…no union protection.” Paul also noted
that “many charter schools are set up like a corporation with selective enrollment, magnet,
and neighborhood. If a child gets in and they are not a good fit, then they don’t go to
school….And, yeah, for educators, it’s just not something you’d want to be a part of.”
Mentoring Support Systems

Mentoring as one-on-one support has been known to improve tenure for many
industries, specifically the retail and investing industries where an older employee takes the
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time to groom the younger, less experienced individual (Kram, 1985). This type of support is
encouraged by the organization to prepare leaders of the future through extensive training by
individuals already comfortable in the role and are often managers or higher.
Reggie shared that he has had many mentors that he keepd in contact with today. He
learned from three of his mentors that “there must be balance.” He feels a lot of teachers
suffer burnout because they haven’t learned how to balance work and family life.
“Mentor” is a term with which most of the participants have familiarity. Some of the
participants have experiences mentoring youth, mentoring novice teachers, and being a
mentee. Some said good mentoring helped; mentoring was available, but not good; and in
other states, mentoring was a requirement of the school district. W.C. wished he had had more
support in that way. Mentoring was lacking when he entered his teaching career, so he found
a mentor in what he calls his “play mother”:
The only thing that comes close to a mentor is my play mother, who was freshman
gym teacher, who is still in my life. We celebrated her 79th birthday in February. She
took a group of us, her and her husband, and some of us they brought in their home
and finished raising. She is still – she became my – she left gym and became a
counselor and became my counselor. Put me in an afterschool program, the Upward
Bound program at the University of Chicago. Exposed me to a lot of things that this is
the reason why I’m sitting here today. This woman is still in our lives, that the group
of us who were kids in grammar school, we are still friends. We still meet and get
together and honor her birthday each year... So if anybody in my life was or is a
mentor, it would be her.
Daniel was with a system that followed the state law, and a portion of the Illinois state
law required that new teachers be placed with mentors (sponsor teachers) their first year. He
considers himself fortunate to have had this opportunity.
I think my student teaching experience was – I was very fortunate. I was very
fortunate, like I said. For me to actually have a job while doing my student teaching
as a science teacher, that said a whole lot. A lot of people couldn’t do it. . . . It was
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life skills, you know. When I think about the approach that I have with my kids, they
mimic these people. I could say that it was probably, blind mentoring as far as in the
field of education. But if it wasn’t for their tactics that grew on me and that I use, I
wouldn’t be as successful as I am as a teacher. Period.
Reggie directly and indirectly mentored a few teachers at the Math and Science
Academy. The principal would come to the teachers and make a request for him and his
colleagues to mentor other teachers. Though there wasn’t any real structure, staff were
required to contribute to developing the newer teaching staff, including providing evaluations.
Reggie mentors new teachers and indirectly mentors coworkers who are on the verge of
suffering burnout and he is proud of the teachers he has mentored.
We started working the building, and we would come and give ourselves mock
evaluations so we can get ready for the new teachers. Then we were really trying to
keep it positive and focus on their careers… The one [mentee] still teaches; she’s
teaching out of the campus now. I mentored her. She got her administrator certificate
and her first master’s really close when I did. And I kind of helped her with
everything she needed to do for that school…And she’s really good at the small kids.
She’s really good – we were both teaching second grade. So giving her advice, she’s
one of my – I’m very proud to have mentored her. As an administrator, I really
picture myself doing more of that, mentoring people just coming into the field.
Because people who are experienced tend not to want to hear what you’ve got to say,
unless you put it a certain way… So indirectly I’m mentoring my coworker Mr. M.
Because he’s kind of hitting that burnout, and I was saying, you know, take it from
me. He said, well, you’ve been in the field longer. He’s someone that changed from
corporate America to education. So he’s almost the same age as me, but he’s only
been teaching five years. He said, well, man, you [have] ten years plus, you know,
with some advice. So he’s someone I’m mentoring now.
Randy had no mentor for his short teaching career, but there was one Black male
teacher he did get a chance to mentor. He mentored a fourth-grade teacher while he was at a
K-8 school. The interesting fact is that Randy wasn’t a classroom teacher at the time he
mentored the 25-year-old teacher – he was the technology coordinator.
And he knew absolutely nothing about teaching, classroom management. He was
from the suburbs. He was used to a completely different school than the one I was at,
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which was on the west side of Chicago in the ghetto. It was an inner-city hell. That’s
all I can call it. So you would be shocked at the trouble that these fourth grade
students gave this man. But he was ready to quit several times, and I kind of had to go
and encourage him to stick with it. To stay with it, it would get better, this isn’t the
only school out there. It just looked like a bad fit. And so he’s the only teacher that I
mentored. The good news is he did last the entire year. He ended up transferring to
another school the next year, but I at least helped him get through that first year.
Randy attributes his difficulties in education to a lack of mentoring. He states that this
increased his learning curve as a teacher, admitting he didn’t really know how to manage a
classroom or know what to do when things happen in the classroom.
Just to, you know, get control back and things like that. It took me probably three or
four years in the field to really learn and feel comfortable with being a teacher. I
probably could have learned under that two-year mentoring process.
Marvin has always mentored kids. He was able to get his current job because of the
mentoring relationship he had with the principal’s son. As he talked about getting his first
job, he alluded to networking and recommendations as a way to get secure teaching positions.
The teaching job I got on my own. Word of mouth otherwise. So, when I decided to
go from K-8 to high school it was word of mouth. There was a teacher at the high
school that had kids at the school where I was teaching. It just so happens that the
High School where I currently teach, I did my student teaching there. One of the
teachers came to me at the elementary school and said “Hey Marvin you ever thought
about coming to the high school.” I said “yes, I would love to.” Place a call, had an
interview a couple days later and the rest is history. She knew [me] because I was a
mentor to one of her sons. She also knew me when I was student teaching there. I got
my night school position word of mouth. My supervisor who was PE for the county
asked me if I was interested, recommended me and again the rest is history. I still have
that job to this day.
Trey was reluctant to call it mentoring and could not identify whether or not he was
mentored. “I was, kind of, sort of to be mentored. But CPS is half everything.” As the
discussion continued, he was able to come up a response to being a mentor as a favor to his
principal:
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But for me, my principal did ask me, you know, we had a new teacher come in, so she
asked me to kind of mentor her. So I tried to look in on her, here and there, ask her if
she needed anything, let her know I was available to her if she ever wanted to talk
about instruction or discipline. But, it’s kind of hard because White woman, Black
man, young, maybe her first, second year. And then different group of kids, like I said,
she had the younger kids, I had the older kids. General education, she was on the
second floor, I was on the third floor. So again, I wasn’t really mentoring her like that.
But I was doing it as favor because the principal asked me to do it. You know,
because they’re supposed to provide all of that really, but they have so many other
responsibilities and everything. So it really doesn’t happen for a lot of new teachers.
And this teacher just so happened – she didn’t finish the year out.

Challenges as a Teacher

It is no secret that Black male elementary school teachers are rare in this country and it
has been said by many men and women that men are not nurturers (Chmelynski, 2005;
Clements, 2013). As mentioned by some of the study participants, it is very clear that men
cannot have the same relationship with students as women do, and teaching is considered a
low-paying job.

Male Teachers Are Not Nurturers – “Hands Off”

Randy talked about his experience and being in the teaching field for quite a while.
There were incidents that happened in his school and he talked about “hands off” for men
only.
Males in the classroom were in a really peculiar place. The female teachers can touch
students and put their hands on their shoulders and give them a pat on the back, things
like that. Male teachers don’t have that luxury. I was even told when I was going
through the elementary program, for a male, and its hands off. Okay, we were told,
“hands off.” And actually one of the times I was teaching, I witnessed a Black male,
he was a teacher from Africa, and so I don’t know if it’s a cultural thing or what, but
he would get really close to the students as far as proximity. So I don’t know what
happened this day, but a girl accused him of touching her inappropriately. So it turned
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into a police situation. I was interviewed and I mean, I had to, you know, basically tell
what kind of teacher he was, had I ever seen him touch a student.
Randy went on to say that there are more risks with African American males than their
White male counterparts when it comes to touching. He cited potential dangers that could be
challenging for Black males in the K-12 system, specifically the inner city. In the United
States, an inner city consists of a high population in the central area of a major city where low
income and poverty exist.
I’ve seen White male teachers be able to touch kids and they don’t get the same
reaction. You know, students will even laugh. It’s like if a Black male touched, it
turns into “don’t touch me.” You know? So I’m like, it’s definitely a hands-off policy
from what I can tell. You know, in the suburban setting, I can’t say I really saw much
touching going on by – that seems to be an inner-city urban kind of thing more than
anything, because in the suburbs, there was a lot more professionalism. It was about
paper, and you didn’t have to form all of these relationships with students that they
want you to form now. Then it was more like, did the student do their homework, yes
or no? Only the grades in the grade book mattered. Now it’s like the relationship with
the student matters, it comes first. And, I don’t know. I’ve seen some of the younger
Black male teachers, you know, who can form with their students. They seem to do
okay, you know? I mean, they’re young and I don’t know how long that’s going to
last. But also because the field is so female dominated, a lot of times the decisions
being made seem to be more emotional than any – do I like this person? Or things like
that. I’ve seen a lot of that occur. And if you’re a guy and they just don’t like you,
you’re gone. Good luck.
Marvin mentioned that he did not care for the younger kids early in his career, though
he was fine with the older kids. He took the experiences from the YMCA (Y) youth center to
help understand and deal with the younger groups. He knew the challenges dealing with
younger kids that might need more attention, so he relied on his Y experience to help him get
through it.
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Low-Paying Job

All the participants in the study mentioned the lack of financial security for a teacher
since the pay is not great in education. The majority of the teachers who enter the field are
aware that it is not something you do to become wealthy. Trey is at a Tier 1 school on the
west side of Chicago that is not getting the same financial resources as the north side of
Chicago. He understands that the job is to help mold productive citizens. Trey isn’t sure if
more can be done to recruit when there are very few resources available to fully fund
education. But, he is willing to do his part by preventing certain things from happening, such
as resource inequality, to have a positive influence on the community.
I know about my salary, I’ll say, hey, I could be making more. You know, because I
challenge everybody to come to my classroom and do what I do. And deal with what I
deal with. I think most teachers, you won’t hear them complain about their salary.
You make good money, but we could be making more. But me, I think I share the
same sentiments as a lot of other teachers. At least I know teachers that I’ve worked
with, we’re trying to bring about some changes in pay.
Marvin underscored his points on pay; he suggested that the low number of African
American male teachers is mainly due to the fact that being a breadwinner of the family
requires a certain amount of income that an entry-level teacher job cannot provide. He
mentioned that most teachers are 10-month employees that get summers and major holidays
off, so the salaries may be comparable to other industry jobs.
That the pay is not great (laughing). I may have to take that back a little bit. The
longer you stay in the profession your pay increases. I doesn’t seem like it increases a
lot but it does. I don’t think it should take this long. It shouldn’t take 21 years to get to
where I am now. Especially having to go through under grad and Grad school and
then, I have a friend that makes more than me with not one degree. As far as the
Financial aspects of it can be mind-blowing. The gratification of it all helps you forget
about what you don’t get financially…There are often times a lot of turnovers in the
school system, which isn’t good. I don’t see as many young teachers coming into the
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profession right out of school. I think several years out of school they come into the
teaching profession. Often times it’s because some of it is because of the pay, some of
it is not being able to deal with children.
Paul declared that there really isn’t any pay or benefits in teaching. Jeff added that
there are many other ways to increase your income within the education system. It depends
on what you are passionate about and if you want to be an administrator.
And of course there’s the whole “money” issue. But with both of those, I always say
that initially, if you look back in history, women weren’t allowed to teach. So it was
thought of as an admirable profession for men to do. You know, as far as the money is
concerned, I say it’s not how much you make, but how you spend it. So it’s definitely
– I don’t think I’ve – I’ve never been destitute or not been able to do what I want
salary wise. You know what I mean? I think I’ve lived a pretty decent life, but there
are so many people who just don’t appreciate, I guess you could say, the job in and of
itself. One of my friends put it best that – well, I don’t want to say “best,” but, he gave
me a new perspective. He said, there’s no money in teaching, but there’s money in
education.
One of the challenges or barriers to becoming a teacher mentioned in the literature
reviewed for this study was testing and that African Americans weren’t testing high enough to
get into teacher colleges or teacher education programs. Only one of the participants made a
significant comment about testing or the Praxis exam and shared that once he figured out how
it worked and what they were looking for on the test, he did extremely well the second time.
Daniel did so well on the test that the testing agency questioned him and his ability to
pass that type of test. Because he had performed dramatically better the second time, it
caused audits and allegations of cheating. There wasn’t an investigation, just the assumption
that he must have cheated since the scores were considerably different. This has been the
participants’ described experiences as teachers. The next section will discuss experiences in
the classroom.
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Experiences in the Classroom

This research sought African American male teachers’ perceived experiences while
pursuing a teaching degree in the K-12 learning system and how they described their
environment. African American male teachers’ described experiences in the classroom
embodies: 1) helping students, 2) teaching methods, 3) environment, 4) policy, and 5)
challenges in the classroom.

Helping Students

All of the participants in the study had something positive to say about helping kids.
The participants described their passion for providing and supporting kids. Males have been
involved in developing kids for many years, except they do not have that strong of a presence
in the K-12 system, specifically at K-3 levels (Milner, 2006). African American boys
especially need to know that someone understands them and is willing to stay involved and
uplift and empower them when it is needed (Brown, 2009). Trey discusses African American
boys:
So when I became exposed to, you know, because we always hear about the
misrepresentation of African American boys especially, so even when I was at a
Hispanic school, there were one or two African American boys, you know, in a
diverse learning classroom, but I would say the majority of the kids in the school were
Hispanic kids…. And a lot of times these kids, they are misled, but they, you know,
you teach them to say they’re angry or you know – but what I found out early as an
educator is you have to learn the kid’s background. You have to figure out where that
kid’s coming from. And you don’t make excuses for that kid, but you’re conscious,
you have an understanding. So you know, there’s no excuse, I deal with them day to
day. There’s no excuse for this kid to call me out of my name, you know. But I
understand that this kid is a black male. He’s the head in his household, so he feels
empowered, so he feels that he can challenge me. Because he looks at himself as a
man instead of a twelve-year-old boy or thirteen-year-old boy, you understand what
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I’m saying? There has to be that understanding. And you have this – I mean, veteran
teachers, White, Black, I think they still don’t grasp that concept of really
understanding their children and learning their children’s background.
Daniel’s intention was more of helping at-risk kids see their own potential and take
advantage of the educational opportunities that are awarded. He really believed that working
with the youth gave him what he needed to contribute to the education profession. He was
working in day treatment, helping the kids see the value of education, and understanding the
improvements it can bring to their lives. Day treatment is a format used in schools for at-risk
students who were expelled, in state custody, or court appointed. There were primary and
secondary school sites alike that would qualify for the program. Day treatment is comprised
of several components: education, therapy, and community.
There’s an educational component to day treatment. But for the most part, the
academic portion is just like a couple of hours of the day. They have the therapeutic
portion, and they have the community portion. . . .You have those types of things,
influences. Nowadays, day treatment has taken those students who may have been
expelled from school and need a setting to continue their education.
Daniel, like others in the study, believes that they have something to offer to kids who
grew up like them or in a similar environment. He said, “The urban dynamic, knowing the
community, the make-up, the norm, the troubles you may have, the different innuendos or
whatnot. I always saw myself coming back to that district to help kids in that district.” It
really only takes one person to provide encouraging words that could change the trajectory of
a kid’s life.
Lex became a teacher because he wanted to help students in situations like he was in
growing up in Illinois. He wasn’t sure of what to do or how to get there. He just knew that
coaching was a way to reach kids in a different setting. He said, “I still have an opportunity to
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influence some kids in a different way. And sometimes those tend to be a different kind of
kid than you might otherwise reach in a classroom.”
Jeff says that cookie-cutter model doesn’t work. There are real people and real issues
to consider.
So, it’s a – you know and how do you do that with the clientele that you serve? With
students with disabilities or learning disabilities or different backgrounds and cultures?
So you kind of make a one-size-fits-all core for this and it just doesn’t work.

Teaching Methods

Lex said students have to be present in order to learn. If they are not in the classroom
they cannot learn the lesson. The teaching methods have to be addressed when teaching
diverse groups of students.
And what I mean by that is, I’m teaching fifth grade curriculum and these three boys
are disruptive, what am I going to do? But if my focus is on teaching curriculum, I’m
going to kick the boys out of my room so that I can meet my objective to teach this
curriculum. Hey, now that they’re gone, now I can do what I’m here to do – teach
fifth-grade curriculum, teach math, now that all those disruptions are gone. But, if I’m
here to teach kids, I can’t kick a kid out of my room and teach him. He has to be in
my room with me. So now if I’m teaching this kid math, but at this time this kid
needs to be taught how to be a gentleman in society, I can do that. Then I can move
back to teaching the kid fifth-grade curriculum, teaching the kid math. So there’s a
big difference between teaching kid and teaching curriculum.
W.C. is always concerned about kids and their inability to read the way his generation
did. He believes the implementation of modern-day thinking strategies is needed to improve
modern-day kids who are visual, auditory, and kinesthetic types. Because the new generation
of kids is much more visual, they watch TV, play games, and listen to things. He said, “So
now, if you really want to reach them, you have to know alternative methods and hands on;
mixing theory with practical is very important. So that’s the philosophy I take from it.”
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As Coach B shared in his interview, it is the tone, the way you speak to the student
that could change the response to a situation. You don’t even have to talk sometimes; it is
your body language and facial expressions that can help keep the students on task. If the
teacher is just sitting at his or her desk the whole time, they are not engaging and managing
the classroom. However, if they are constantly circulating and walking around, the teacher
can connect with the student in a more effective way.
A simple example as far as using your voice accordingly, especially by me being a PE
teacher, if you yell at a kid all the time, yell, yell, yell, yell, yell all the time, it
becomes commonplace and loses its effectiveness, and now when you are really trying
to emphasize a point, it doesn’t register because they’re used to hearing it all the time.
Versus if you use your voice in an appropriate manner. And it was just like, yeah, that
makes sense. If I’m always ya, ya, ya, ya, ya and now I’m ya, ya, ya, ya, ya again, it’s
like, oh that’s just Coach B yelling again. Versus me using my voice accordingly, and
now when I’m stern with my voice or stern with my verbal whatever I’m trying to
give you. . . . oh, Coach B must be mad. A lot of difference too just from the
standpoint. . . . Proximity to a group of kids if you want to make sure they’re staying
on task. You have to circulate the room, walk around and make sure – just the
proximity.
Becoming a teacher is a process. One has to learn to become a teacher. It is not
always about having the knowledge. According to Coach B:
It is how to teach, how to present. How to model, it’s a process to knowing how to do
that. Because you could think you want to be a teacher, then you actually get into a
classroom, and it’s a different story.
Marvin reminds us that coaching is teaching and that there is no difference. He said,
“Some of the same concepts I used in teaching I used in coaching and vice versa. It kind of
works hand-in-hand for me and I enjoy it.”
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Environment

There is much discussion about the shortage of African American male teachers in K12 education. There aren’t many coming through the pipeline, and teacher education
programs are not producing the numbers that are needed to fill the void (Ahmad & Boser,
2014; Ramirez, 2010). Jeff, one of the participants in the study, teaches in the western suburbs
of Chicago and stated that he was the only Black male teacher in the building. Jeff tends to get
more apathy from his minority students and thinks it is from the shock of seeing a Black
teacher, maybe the only one they ever had or had in years.
And I’m saying this seriously, and I was going to add this before, but it – I was asked
this last – in this fall semester in my college comp class. A student asked me, Black
female in my college comp, “What color is your wife?” And I thought it was a joke. I
thought she was playing. Uhh, red? And she asked this in the middle of the class.
You know, like red, I don’t know. She was a little lighter than I. No, I mean, is she
Black? I said it’s. [laughing]. Yes, she’s definitely Black. Why do you ask? And she
was like, it just seems like you would marry a White woman. I’m like, no. That is –
she’s like, you don’t carry yourself the way that I’m used to seeing Black males. And
I had been asked that before about six or seven years ago by someone who’s biracial.
And so – and it was a student, too. So that always kind of resonated in that, wow,
these kids really don’t see not only just Black teachers, they don’t see Black couples.
And even that – that’s why I said that we, as males, are needed. And I’m not saying
that you have to marry somebody that’s Black, I’m just saying it’s just a matter of –
That presence. Just knowing that if you are African American, there are people who
see that, you know it’s not what you see on TV, you’re all making babies, you do
actually get married.
Randy talked about teaching kids who are racially diverse and is very much aware that
the non-Black kids only see his race. He speaks about how it took him some time to gain
confidence in teaching science, a core class.
Okay, teaching in the classroom as a science teacher – well, wait, let me change it.
Teaching as a Black male science teacher – that’s a little bit different. That’s a little
different, okay? Because I was at a high school that was racially diverse. You know,
when students of different colors are looking at you, they aren’t only seeing you as a
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male, but they’re seeing you a race also. And so at first, I had students who were
challenging me on different topics or different things I would say. It seemed like I had
to work a little bit harder just to prove that I was right and that what I was telling them
was accurate. Subject content. You know, so it’s like, you’ve got somebody half your
age saying something that’s more than likely a previous teacher had said, but they’re
trying to act like they’re the classroom expert. So it took a little while, again, for me
to get to that place where I was confident enough to shut them down so that they
didn’t ruin it for the rest of the class. Believe it or not, it was the Black children who
were giving me the greatest pushback.
There are very few Black males in education because they are more than likely
attracted to non-education roles, according to Randy. He said most of the Black male teachers
in the K-12 urban setting were physical education (PE) teachers and that the majority of the
urban schools employed Black female teachers to fill academic course roles.
W.C. said he has learned that children are different, and everybody can learn with the
right tools and strategies. It is really about the way one learns and how the information is
processed.
Everybody can learn, but you’ve got to tap into their particular learning style.
Everybody can learn. I don’t care how slow, how behind, how deficient a person is,
there is a way that they process information or else they couldn’t survive from day to
day. So they’re processing it differently than maybe someone else is. But once you
find out how they process information, then you can adjust your teaching to that
process. But everybody can learn. That’s one thing that I did discover.
There are indeed great things going on in some urban school that we don’t get to hear
often enough. Daniel discusses urban schools and states, “The thing that stands out is that the
teaching standards reflect the dynamic of the students in the school.” The students see that
there is a predominantly White teaching population teaching a predominantly diverse
population, so some take advantage of it. He suggested that there are teachers in place that do
not know how to handle urban kids.
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Paul lives on the north side of Chicago and compares the north side of Chicago to the
south side of Chicago. Paul has been teaching for years in the urban setting and articulates his
concern regarding environment:
It is a very taxing, emotionally, psychologically draining job. For the amount of work
I told you we have to do outside, the bad problematic kids, and you know, it’s really
almost unfortunate to say, but it’s definitely not something – at least that’s in my
current environment, you know it’s not something I could see myself doing for a long
term. Like burnout is – maybe if I was to get into a suburban school or a north side
school where kids were more manageable and less problematic, perhaps I could do
this for another five or ten years and be cool with it. But in my current setting, yeah, it
is very draining and yeah, you want to look at the next venture after dealing with all
this. And it’s unfortunate, because a lot get into the field with the intention of helping,
uplifting, but very much drained me…I’m from the north side and so pretty much
really north side school in comparison to a south side school in Chicago Public
School. You’re not going to have, the kids aren’t going to be as defiant, as
problematic. So academically, you know they may be the same – and I’m talking
about primarily a Latino population, the biggest, and immigrant population, Asians,
but that didn’t have the same level of experience.
Trey adds to the discussion on lack of resources in certain environments. He
mentioned resources as a major challenge when teaching at urban schools.
The north side has that computer lab, [they] got iPads, the laptops, you know. There’s
this program that I love to use in my classroom. But again, you can only do them on a
laptop or on a desktop. And it’s discouraging to my kids when they try and get on and
you know, like I said, the Wi-Fi, because they already don’t want to get on it. So like,
get on the computer and they’re like, uh, okay. And then it’s taking five minutes for
the screen to load.
Most will remember the name of a teacher if they made an impact. W.C. remembered
all his first-grade teachers. He remembered which schools he attended, who the teachers were,
and remembered that people loved kids in the 70s and 80s, even in the urban setting. W.C.
said everybody loved children and looked out for the children in the neighborhoods.
So I had a wonderful experience growing up with adults who nurtured and taught us
and disciplined us and loved us. And I was just naive…I saw kids cutting up in school,
but I thought that when I started working, I was going to work in a setting where kids
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pretty much sat down and were quiet with their hands folded saying, teach me algebra,
I want to learn how to spell, I want to learn how to write. I got hired in 1990. And I
was totally in shock, amazed, dumbfounded at what I walked into. It was the children
of the 90s, the early 90s because I got hired in 1990, November, 1990. And the 80s
had transformed young people dramatically. By the time 1990 rolled around, it was a
totally different mindset. I was not prepared. Life did not prepare me for what I
walked into when I first got hired by CPS. It was rough.
Reggie reminded us that the urban setting does have Black male teachers. Reggie
mentioned that the majority of the teachers are Black, so in those settings, you are going to
have Black teachers, maybe not as many at the elementary levels, but there should be
opportunities to interact with a Black male teacher throughout the K-12 experience.
W.C. said that there are very few African American men teaching at the lower levels.
He, like some of the participants, thinks more are needed in the classrooms and adds that men
and women are different. They handle incidents and discipline differently. Because men are
not equipped like women, it is hard for them to tolerate disrespect and unruliness.
Men are not going to take it easy when ten-, eleven-, twelve year olds saying F-you.
Or I’ll f-you up. They will tell you what to do. I’m not saying women like it, but they
come from that mother thing, women don’t snap as quick. Women don’t come across
the table. We do. That is the, it still is a sticky point for me. I just have a time with
little twelve-year-old children talking to me in any kind of way. You’re not going to
in my classroom, you’re not going to do that. If we have to throw down, then we just
throw down, but you’re not running my classroom. So the discipline, or the lack
thereof, the lack of support, I think is one of the biggest things that make it not
desirable for me to take it on. I think if there was more support and discipline, men
wouldn’t mind coming into that environment. But a lot of brothers say, man, I’m
going to hurt somebody. I’m not coming up in there, I’ll kill them. You know, it’ll be
awful, it’ll be a family fighting, me against their whole family. Or, you know, I’m
going to bring my gun to school. I mean, that’s how men would say. So it’s a
difficult situation. But I think men want to. I think more men want to do this than
realizes. But some things have to be in place for it to occur.
Just as W.C. says, “Men want to do this more than you realize.” They just need a little
support. First, they have to understand the requirements and what is expected of them. They
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need to have cultural preparedness training in order to be able to help the kids who are
struggling daily. They need to flexibility and support of the industry, district, and parents.

Policy

Because we live in a democracy, everything has a political tone; even the education
field is governed by rules and regulations such as No Child Lift Behind to provide quality
teaching (NEA, 2004). As the participants described their experiences in education, they
spoke openly and honestly about the politics in education. W.C. was honest about being so
naïve. He learned some things specifically related to special education that were directly tied
to policy, which is definitely hard to deal with when you are trying to educate a diverse group
of kids.
I wish I had known that – I didn’t understand politics. I did not. I’m very green,
naive. I’ve always been a naive person. I’ve always been – if you do right, right will
follow. One plus one is two. If you do A, it will lead to B. Not always. Not always.
And good guys do finish last. And, you know, bad things do happen to good people.
Life is just different. I wish I had known the politics in government before getting in
as a teacher. Not that I would not have done it, but I think I would have come in
armed and not as naive. So much politics. Politicking. Back scratching... That’s a
shame. But it’s so much game playing, all the way from the Board, even to the local
school administrators. If you get a really good principal, you won’t have as much.
But some of these schools, it just exists at all levels. Back scratching, you know, I
cover for you, you’ll cover for me. Even at the expense of hurting good teachers and
good people. The politics – it’s off the charts. If you can’t handle that, you don’t last.
Daniel thought that his teacher education program was very well taught. He had no
barriers to report, but he was aware of how politics play a huge role in education.
I know of some programs that may have a couple of politics in between, right? But
then this program, Dr. P., was the person over the program, African American staff for
the most part in the education side of things. So they were really supportive as far as
showing me best practices, how to plan lessons, and what strategies to use to short
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term or long range to generate lessons, instructional strategies or what have you. I
went in very prepared.
Daniel has had a more in-depth experience with politics in the Gary public schools and
explained that education continued to evolve and that people were not ready for the rapid
changes they see today. There are just as many charter schools as there are public schools in
Gary, Indiana.
To make a long story short, when the community started getting dissatisfied with the
schools, and charter schools became an option. Get my kid out of the school, there’s
too many fights here, there’s too many this here, there’s too many that here.
Coach B left the Sibley School because of politics and compared it to when he worked
as a paralegal. He admits that education has its issues, but it is not as cutthroat. In the
corporate world or the private sector, you don’t know whom should be trusted. “But from the
educational standpoint, once you get further into your career, it’s kind of in a sense where you
learn how to do certain things and not to do certain things if you want to keep your job.”
Politics is something to be aware of when pursuing a teaching career. There are things
that cannot be controlled by the classroom teacher. There are many other groups that have the
responsibility to indirectly educate kids: local school boards, administrators, and policy
makers. These outside groups tend to make decisions that must be followed by the classroom
teacher without their direct input.

Challenges in the Classroom

Some of the participants had very strong opinions on the lack of parental support and
lack of technology. Some even went as far as saying that the parents are nonexistent in some
of the communities. Reggie got into education as a way to give back and make a difference
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for students who look like him. He, like the other participants, is aware that African
American kids are not doing well, especially male students:
You’re combating culture. It’s culture. It’s taken a really long time to figure that out,
but it’s culture. I’m combating culture. When you’re talking about achievement gap,
hmm, it’s not really that, it’s I’m fighting a culture. And there’s a – and when you’re
fighting this culture, you have grandparents, moms, dads, uncles, [who] believe in this
culture. Then you can sit there until you turn blue in the face, but you’re really
combating culture. And parents will say one thing to your face, but they say
something else to the kids when you’re not around because you see it in their
behavior. So the child is really just a reflection of the family or their environment. So
there’s a culture you’re battling. And one of the biggest things you’re battling with
young African American males is they don’t totally understand their identity. They
see – they think in absolutes, they don’t think in terms of fluidity. Everything’s
absolute. You’re either my enemy or my friend, there’s no in-between.
Marvin suggested that it is the parent who allows the students to be mediocre. He
suggested that there needs to be more parental support. There are some parents who really
don’t put in much effort or time for their children and their education.
It seems as it’s not valued. If it’s not valued at home, how do you think they will act
when they get to school? They are a reflection of what goes on at home often times.
Not all the time just often times.
The challenge is getting the parents to help the kids reach for their full potential. Marvin said
parents should be involved more: “Not necessarily in a one-on-one or a confrontational way,
but why aren’t you checking to see if your son or daughter is doing their homework?”
Trey teaches on the west side of Chicago and was very vocal about the lack of parental
involvement that has been displayed over the years. Trey did his research and said parents
don’t seem to check in on their kids as much as they should these days.
Oh, wow. Where can I start? For me, again, I teach on the west side of Chicago. My
school is like 99% free lunch, so the biggest challenge for me is like maybe a 1a and a
1b: lack of resources and parental involvement. My parents are very supportive of me,
but they’re not going to bond as much as they should. And I think the support comes,
because again, I started out in intermediate and now I’m upper, so I have fourth, fifth,
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sixth, now I’ve got sixth, seventh, eighth. So a lot of these kids I’m having for three,
four years. So the parents, they’re comfortable with me, they’re familiar with me…But
maybe his parent is working two or three jobs, you know. Maybe his parent has a
really hectic schedule, you know, where they want to come up and meet with you, but
they’re not able to come up and meet with you. But, you’ve still got to call. When I
call you, you’ve still got to email, return my call, things of that nature.
Technology will be the major change in the education field in the 21st century. Many
participants in the study talked about creativity or even allowing the student to be more
innovative because it will be more important for them as they compete with kids from other
countries (Angus & de Oliveira, 2012) that are more technologically advanced.
Jeff has learned that creativity is lacking in the classroom because of the way the
standards for teaching are carried out. These are based on the guidelines corporations have
forced onto the school system – how to teach and what to teach. Reggie works in an urban
neighborhood school where really terrible and unimaginable things happened to kids. He
understands that kids need to do something a little different to get them engaged. At the time
he was a day-to-day sub, so he was not expected to bring new ideas and didn’t realize taking a
field trip could cause so much trouble.
So, mind you, that was not coming from Black woman. But the problems I was faced
with was more my coworkers. The culture was these kids are bad and it was time –
you do the work here and go on about your business. So taking them on field trips
was something that everybody agreed not to do. I didn’t realize that.
Lex insists that the major problem with education is that most say they are in it for
kids, but their actions are totally different. He was teaching his students the basics of living in
a small community in a way that was age appropriate. He was very proud of what his third
graders had done. He adamantly disagreed with the principal’s views on the assignment and
explained it in detail:
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I can maybe pinpoint the first time that opened my eyes to wow, this works a little bit
differently than I thought it did. And that was when I was teaching third grade, it was
my first year, and we were in a communities unit and the kids got excited and said,
hey, can we do this, can we do that, can we do this? And it was way off script of the
book. But they were excited about it, and it was hitting the concepts that the book was
with, you know, it’s curriculum. So I said, sure, yeah, let’s do that. So the kids
basically turned our classroom into a community with shops and a highway and
buildings and all types of stuff. So we were totally off script. They loved it, they were
getting it. And it happened to be right before conferences. And the principal came in
and she looked around and she had a look on her face, and she basically kind of said,
you know, what is this? And I explained to her the kids – this is totally student driven,
they’re totally into it, they get it, it’s awesome, they took it and ran with it. I was
proud, I was excited. And she said, well, you know, conferences are tonight, right?
And I said, yeah. And I was excited for parents to come in and see their kids
enthusiasm for learning. And she said, well, you’re going to take all of this down. So
where she was coming from, where she was embarrassed by the kids’ work because it
was – they were third graders, they were eight years old. And it looked like eight year
olds put it together. Which I was very proud of. From her perspective, that wasn’t a
clean room or whatever. So what she wanted parents to see was much different than
what I wanted parents to see. So I said, well, I don’t plan on taking it down. I’m not
embarrassed by it. And if you want to take it down, you need to take it down, and
then you need to tell the kids why you took it down. Because the reason I’m going to
leave it up is I’m proud of it, and I’m excited about their enthusiasm, and I want to
share that with parents...And at that point, she, like every other educator I’ve come in
contact with – all about kids, kids first – but how is that all about kids by saying
you’re embarrassed by their enthusiasm and what they’ve put together and you don’t
want their parents to see that. And that was in 1998, and that is exactly the direction
education is trying to go right now in 2015. The student-led, student-driven, out-ofthe-box type thinking. Not following your manual page by page. I mean, that’s what
common core is. Get away from the manual, hit your standards in any way you can.
And that’s exactly what those eight year olds did in 1998 that the principal was
embarrassed of.
Daniel had some great information that he shared related to the Model School
conference in Atlanta in the summer of 2015. According to Daniel, these new things are very
necessary and education has to change as the world continues to change.
Oh my goodness. I just came back from the Model Schools conference in Atlanta, and
technology is huge right now. It’s changing all aspects of life. I can’t even say the
educational, because like right now, who would have said two years ago you would
have online classes and online education. And there’s a huge wave going on. I
remember one of the main speakers and he said that by 2020, I forget what the
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percentage is, a large percentage of the kids’ classes could possibly be online. Now,
does that mean that they’re going to replace teachers with robots or this, that, and the
other. I don’t think so. For the simple fact that teachers are necessary, even with the
changes in technology. They’re highly necessary. . . . And this right here, we’ll make
it plain. At this very conference that this school is taught, elementary school kids
come in at kindergarten preparing for the first grade. Elementary school is used to
prepare you for middle school. Middle school is used to prepare you for high school.
High school is used to prepare you for the workforce or college, right? Yet, when they
look at the different rates of graduation rates and your “college- and career-ready”
versus those that actually graduate from college, it’s drastically lower. I have a form
here out of the state, had a 30% rate of students completing college, 30% in the state
of California. That was the highest around the nation. . . . We have to change our
outlooks to where it prepares you for life and what life will come to. Just like right
now, we don’t know what education is going to look like ten years from now. It’s
going to look totally different than what it is right now. The question is, will we still
be in the same archaic ways of education?
Jeff reminds us that the classes are going to be much bigger. There are definitely
going to be technologically advanced requirements such as children writing on iPads with
their fingers versus using pen and pencils. Similarly, Marvin talked about the data that is
lacking and that technology is coming in a big way. The data may show test scores, but he
doesn’t believe it could ever show ability. Marvin is concerned that there is too much reliance
on testing and believes that overreliance on testing is not the best way to measure
performance in the 21st century. This is something he feels should be improved in order to
attract and retain a more diverse teaching staff.

Summary

The inquiries that were established as the basis for this research were obtained by
participants answering structured questions at a one-on-one meeting as a means to provide
data that the researcher used to make inferences on experiences as teachers. This included
what the motivation was to get into the field, any barriers or challenges they may have faced
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as an educator, as well as the support received while pursuing K-12 employment. The
interviews revealed several repeated statements that emerged as themes. The motivation for
African American males to become teachers included: 1) goals, 2) interests, 3) why teach, and
4) influences of family and other teachers. Experiences in teacher education programs
included: 1) what happened, 2) student teaching experiences, and 3) challenges in teacher
education programs, including lack of cultural preparedness. The types of careers African
American males pursued included: 1) first jobs, 2) career changes, 3) alternative programs,
and 4) leadership. African American male teachers’ description of their experience as
teachers included: 1) what they learned, 2) mentoring support systems, and 3) challenges as
teachers. Their described experiences in the classroom covered 1) helping students, 2)
teaching methods, 3) environment, 4) policy, and 5) challenges in the classroom.

CHAPTER 5
SUMMARY, DISCUSSION OF FINDINGS, CONCLUSIONS,
AND RECOMMENDATIONS

This chapter recaps the study and provides a discussion, conclusion, and
recommendations. The discussion of the findings address the emerging themes from each
section and connects them to the literature. The conclusions section contributes to the
literature with opinions that are supported by the data collected in the study.

Summary

The purpose of this study was to understand the experiences of African American
male educators who choose to teach in K-12 education. This research provides an
understanding of what motivated them to pursue a teaching career, the challenges they faced,
and the support groups that offered encouragement along their journey. This study provides
the field of education a glance into the experience of African American male educators and
how their secondary education experiences prepared them to become early childhood, middle
school, and high school teachers.
There is a shortage of African American male teachers in most public and private
school systems across the United States. The ratio of teachers to students is not representative
of the student population in the K-12 school districts across the nation (Chmelynski, 2005;
Pluviose, 2011). Not having a diverse teaching staff that is representative of the U.S.
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population may be problematic, and there is a need to examine, especially in the U.S., how to
increase the diversity and the number of minority students who graduate from high school.
As the number of minorities going to school increases, the supply is steadily decreasing
(NEA, 2014b). With the increase of students of color in the K-12 classrooms, there is greater
the discrepancy in the percentage of teachers of color (NEA, 2009). Recruiting minority
teachers can improve testing because minority students seem to do better with teachers of
their own race (Nelson, 2011).
This study was concerned with the experiences of African American male educators in
the K-12 education system and to understand their experiences as teachers. The four major
questions that guided this study were:
A. What motivated African American males to become teachers?
B. What challenges do African American male teachers face as they pursue a teaching
career?
C. What type of support systems do African American males have as they pursue
their teaching career?
D. How do African American male teachers describe their experiences as teachers?
The literature review addressed the history of education in the United States by
identifying prominent African American males who taught at a very high level. It suggested
that mentoring and programs that are geared toward actively recruiting African American
males is the best scenario for young students to have a complete education (Hughes, 2010).
Young men are willing to pursue and make teaching their long-term career (Hughes, 2010).
Much of the literature emphasizes that the most important thing for an African American male
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teacher is a support group and mentoring from every level of the schools, including faculty,
advisors, and administrators (Hughes, 2010; McGlamery & Mitchell, 2000).
More social support with an emphasis on strengthening African American male
educators will improve academic achievement for students (Milner, 2006). The school
districts that want to improve the scores for minority students’ academic performance will
experience positive gains in closing the achievement gap with the correct distribution of
teachers that matches the student population (Boser, 2011).
Rather than focus on building prisons, the literature suggests there needs to be
improvement in the way education is viewed in the United States (Steurer et al., 2010) and
that assessment testing only works for certain groups. If we are focusing on underrepresented
students, emphasis should be placed on recruiting and retaining qualified minority teachers
(Boser, 2011; Darling-Hammond, 2010).
This qualitative research was designed to provide an in-depth understanding of human
behavior while using measures to validate meaning of certain actions (Erickson, 1986).
Interviews were completed in May, June, and July of 2015 at mutually agreed upon locations
for ten participants who self-identified as African American males in K-12 education, ages
26-65, and who had taught for a minimum of four years. There were several themes that
emerged from the data. The motivation to become teachers included: 1) goals, 2) interests, 3)
why teach, and 4) influences of family and other teachers. Teacher experiences in teacher
education program included: 1) what happened, 2) student teaching experiences, and 3)
challenges in teacher education programs, including lack of cultural preparedness. Careers
pursued included: 1) first jobs, 2) career changes, 3) alternative programs, and 4) leadership.
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African American male teachers’ descriptions of their experiences as teachers included: 1)
what they learned, 2) mentoring support systems, and 3) challenges as a teacher. Their
described experiences in the classroom included: 1) helping students, 2) teaching methods, 3)
environment, 4) policy, and 5) challenges in the classroom. This narrative inquiry sought to
specifically address the lived and perceived experiences of African American male teachers.

Discussion and Research Questions

This research was intended to study African American male teachers’ perspectives of
their experiences including motivations, challenges, and support system. The following
findings substantiate the conclusion of the study.
Discussion

The fact that African American male dropout rates are high and incarceration rates are
equally high could be a challenge in recruiting them to pursue higher education and a career in
teaching. In Illinois, the prison population is 60% African American males. The high school
graduation rate for African American males is 59%, 0.4% higher than the U.S. average
(Schott Foundation for Public Education, 2011). All of the participants addressed the issue
regarding the shortage of men, specifically African American men, and all felt that there
should be more done to improve the numbers. They recognized that African American males
can be found in jobs such as custodians, food service, or transportation (Nicolas, 2014), but
few in the field of education.
Men Teach is a not-for-profit organization that started in Minnesota in 1979 to help
men network and to attract and keep men in the teaching field. Men Teach has an annual
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retreat backed by men and women to offer workshops to exchange ideas and best practices to
address the shortage of male teachers in the United States (Clements, 2013). Strengthening
and supporting programs like Men Teach and Teach for America can enhance the recruiting
efforts for African American male applicants in K-12.
Alternative programs recruit subject-matter experts to fill the difficult areas of science,
technology, engineering, and math (STEM) and are used to diversify teaching staff
(Constantine, Player, Silva, Hallgren, Grider, & Deke, 2009). After spending years doing
industry work, these are great candidates for teaching in those areas. They can give real-life
examples versus relying on dated textbooks for the answers to today’s issues.
Alternative-route programs have to be structured in a way that the quality, compared
to the traditional route, is not sacrificed. The recruiting effort will have to focus on minorities
– specifically minority Black males – because of the serious social needs that require Black
male presence immediately.
Family members are major supporters of prospective teachers in their pursuit of
education credentials. Coaches and Black male teachers also supported the participants in this
study. Trey’s and Daniel’s support came from a science teacher. Trey’s teacher pushed him
to excel, while Daniel was very impressed with his band teacher who was very influential in
his decision to go to an HBCU.
All of the participants in the study mentioned that they wanted to give back by helping
students grow and become successful. Bell’s (2014) study of Black males highlighted
characteristics that are effective for teachers to consider: a) high expectations, b)
contributions to positive academic and social outcomes, c) use of diverse resources, d)
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contributions to academic development, and e) collaboration with others (p. 2). All five
characteristics were emphasized by the participants in the study.
The inequality in education affected the African American community and was
exacerbated by the Brown decision (Preston-Grimes, 2010). African American students were
taught by Whites who did not agree with desegregation, so the quality of education during
that era was not up to standards as African American teachers and students were displaced
and unsure about the public education system. This uncertainty caused African American
teachers to choose alternative fields and leave one of the most prestigious professions (Milner
& Howard, 2004). These social and civil issues have plagued the Black community and
depleted its pipeline for a strong presence in education.
Even though the resources were small and few, African Americans did well and made
strides in education during segregation. This is evident by some prominent African American
male educators, such as Washington, Du Bois, Mays, and Perry, who did amazing things to
advance the African American community in the last century. With a diverse teaching staff,
the dropout rate of African American males will decrease and graduation rate will improve
(Bell, 2014). The improvement will come if college-trained Black males are aware of
teaching as a career and are exposed to that type of role as early as kindergarten.
The common theme thoughtout the study was relationship building with students,
parents, colleague, peer groups, superiors, and the community. In order to teach the youth,
you have to enjoy what you do, and in order to enjoy what you do, you have to be willing to
build relationships with all stakeholders in education. A teacher has to be aware of the
students’ backgrounds and definitely understand their demographics.
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The participants in the study – whether from Chicago, Illinois; Gary, Indiana; or
Prince’s George, Maryland – similarly discuss the situation of the male youth in the inner
cities. They were very open about what is happening with the Black male youthin public
schools in their areas. They are concerned with their future and one participant said, “They
are hurting.” The boys are reaching out for help and support and the teachers in the study,
regardless of the city, believe it is the responsibility of the people from their own communities
to assist in educating the youth. It is the way to support the community and teach students
that may not have a positive role model.
Because some participants in the study had parents and other relatives who taught for
many years, helping people was always something they did to give back to the community as
a family. They are likely to be community service advocates who believe in improving the
communities through education and know that success comes when learning is enhanced
beyond the classroom walls. All groups will have to work collaboratively to make
improvements to education that will improve the number of male teachers entering education
regardless of the policies or political barriers put in place.
Pay for entry-level teachers was a major topic of discussion and considered a barrier to
entering the teaching field for most men. It was not something that could keep the African
American male from having a presence, but as a few of the participants mentioned, pay
should be addressed. There are quite a few misconceptions about how pay works. Most don’t
know about stipends which are district funds or allowances set aside to pay for support of
curriculum and strategic initiatives for a district. There are many opportunities to improve pay
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by becoming a tutor, coach, or accepting other roles and responsibilities beyond the 10-month
teaching contractual obligations.
One of the most discussed challenges for African American men entering the teaching
field, according to the participants, was lack of cultural preparedness. Because they are
considered leaders of the African American community, they are expected to know and
understand everything that is happening with the Black male youth of today. It is important to
African American males entering the profession that they are respected enough to be fully
trained at all levels, including being culturally prepared to deal with all types of students.
Though they are African American men, we cannot make the assumption that they understand
every issue or can address all the needs that are required to successfully education someone
from an urban or inner-city background. There should be specific policies addressing cultural
preparedness in K-12.
Politics is very common in K-12 education. No Child Lift Behind was enacted to
certify that teachers have the qualification to teach a subject matter (NEA, 2004), including
adding Title II funding to carry out the program statewide as a way to reform teacher
certification and improve the alternative-route programs (Constantine et al., 2009). The
special education teachers in the study voiced their concerns and thought they were very naïve
with regard to the political atmosphere, specifically in serving special-needs kids. One of the
participants called it “playing the game” to get things done.
It is difficult enough to teach in a hard-to-staff environment, normally urban areas, and
adding pressures from boards, unions, and local governments could make staying in education
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even harder. The next section discusses the research questions’ findings on motivations,
challenges, support systems, and described experiences.
Research Questions

In pursuing a career as an educator, a majority (six out of ten) of the participants
pursued careers in law, business, marketing, corporate sales, dentistry, and chemistry before
actually becoming classroom teachers. Most went into teaching through alternative teaching
programs or were substitute teachers. Eight out of ten (80%) of the participants subbed at one
time or another. Some of the participants were long-time substitute teachers prior to accepting
a full-time role as a classroom leader. Substitute teaching was a pipeline for African
American males to become K-12 teachers. Appendix A, Path to Becoming an Educator,
shows the “normal route” to becoming a K-12 teacher in the United States.
Substitute teaching seemed to be the difference in becoming a K-12 teacher when
comparing African American males in this study to what is considered the normal route for a
K-12 teacher. Out of the ten participants in the study, only two completed the five minimum
steps to become a teacher without substituting. Those five steps are as follows (Ahmad &
Boser, 2014):
1. Obtain a high school diploma
2. Obtain a bachelor’s degree
3. Complete a teacher education program during college or after completing a
bachelor’s degree
4. Complete teacher credential exams
5. Complete state-specific requirements
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Overall, every participant completed all the steps, yet quite a few of them chose
teaching as a second career and started teaching as a substitute teacher first. Though
substituting was heard throughout all the interviews, four other major areas of focus emerged
as themes: motivation, challenges, support systems, and overall experience as a classroom
teacher.

Research Question A

What motivated African American males to become teachers?
According to Ryan and Deci (2000), there is a natural motivation tendency drawing
from cognitive, social, and physical development, and by activing on one’s interests,
knowledge and skills are enhanced. This means that the individual must experience selfdetermined behavior. Self-determined behavior is the condition that fosters positivity (Ryan &
Deci, 2000). Intrinsic motivation is doing the work for the enjoyment of the activity rather
than for the value or reward it brings (Ryan & Deci, 2000). An individual is considered selfdetermined once they enter and complete all the requirements to become a K-12 teacher and,
depending on their intentions, they are extrinsically or intrinsically motivated.
It has been mentioned that African American male teachers are needed for several
reasons. Some of these stories are testaments to the potential influence Black males have on
students, and it is even stronger if that teacher is also a coach. The participants’ responses to
motivation resulted in four major topics: goals, interests, influences, and careers.
Goals. Individuals set goals and decide which are important to pursue and at what
time, and these actions can be connected to motivation. The participants in the study
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discussed their goals that were often linked to one of the two motivation classes, intrinsic or
extrinsic. For example, for Randy, one of the older participants, his main goals are to
complete his doctorate degree in education technology and spend the rest of his life fishing.
These are goals that can be placed into two categories, intrinsic and extrinsic motivation. For
most humans, intrinsic motivation is the most important (Ryan & Deci, 2000) because, as
Randy mentioned, he wanted to spend the rest of his life fishing after retirement. This fishing
goal is no less important than completing his doctorate. It is something he wants to do for
enjoyment, whereas the doctorate is something that will help him gain positive benefits in the
field of education (Ryan & Deci, 2000).
Interest. Education is a field that welcomes skill sets and knowledge gained from
many different sources, including the private sector. While the majority of the participants
decided to become educators as a second or third career, there were a few who were happy to
be teachers from the very beginning and proud of the fact that their influences to enter the
education field came from a parent.
Influences. Women are great promotors of the education field. Women make up
approximately 84% of teachers (NEA, 2014a) and thus have a major impact on students and
have addressed the need of how important it is for males to become teachers. They seem to be
constantly working on the behalf of all students to promote the most important career one
could have in shaping and building productive futures for kids of all backgrounds. Since the
majority of the teachers in the K-12 education system are women, it is not surprising that
women play a key role in producing qualified teachers, including African American male
teachers (NEA, 2014a). As a few of the participants mentioned in the study, they learned a
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great deal during their first few years from the senior/lead female teachers who were the most
crucial to their development. If it were not for the support and willingness of these teachers to
share their knowledge and offer encouragement, some of them would not have continued as
educators.
For both those who choose education early and those who later ended up in education,
family members were big influences. There is limited data that addresses who influenced
African American males to become teachers. However, Hairston’s (2000) study on African
American students’ decision making to prepare for vocational teaching careers found that the
parents were instrumental in them choosing teaching in general. The data from this study
supports Hairston’s results. Several of the participants credit their mothers for being their
biggest supporters in entering education and staying.
Mothers have a way of helping their children aspiring to teach, but they also provide
the necessary support and encouragement to ease apprehensions regarding the preparation to
become a teacher (Hairston, 2000), particularly if the mother was a teacher. Some of the
participants (3 out of 10) in the study are second- and third-generation teachers. At least one
parent or relative was a teacher, which provided them the opportunity to understand the
teaching field through early exposure and to see how much they were respected by their
colleagues, community, and students (Hairston, 2000).
Black male teachers and coaches are a very important part of minority students’ lives.
Coaches have the job of supporting and providing a trustworthy environment which helps
students to grow. Half of the participants were proud to sponsor extracurricular activities and
understood that the responsibility of teacher and coach work hand in hand. Because many of
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them were inspired and mentored by a Black male teacher who was also a coach, they
recognized the need to pay it forward.
Another important group that influenced African American males was their host
teacher whom they worked with during their student teaching experiences. Many of the
participants in the study had great experiences as student teachers due to their host teacher.
Careers. This study highlights that for some, teaching was an alternative career
choice. Smith et al. (2004) investigated African American males’ career choices and their
contribution to the teaching field in culturally diverse teaching populations. The respondents
were frank about their awareness of the teacher shortage, yet they decided to pursue other
careers first because of low pay and student discipline issues they had heard so much about,
and not because teaching is a less valued career. The findings suggest that higher education
institutions should focus their efforts on undecided students and show them the positive
aspects of a career in teaching (Smith et al., 2004). The results of this study supported the
findings of Smith et al. (2004). A great majority of the participants had no idea they could be
teachers or knew there were male K-12 teachers outside of their coaches. School districts and
teacher education programs should explore ways to inform African American males about
teaching as a second career. Based on the study, this is an untapped market and one that
could increase the number of African American males in K-12.
The shortage of teachers across the board should prompt action to not only promote
the field, but highlight the incentives that are available to those who give back as community
servants. It is a positive that students of color are becoming professionals in fields such as
medicine, law, business, and science – those fields need minorities as well – but it means that
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the teaching professing may be missing out on some of the best and brightest candidates if
teacher education does not make a concerted effort to compete for these same students (Miller
& Endo, 2005).
Eight of the ten participants were substitute teachers, some through full-time
provisional or full-time-based programs prior to completing teacher education certifications
for programs such as Teach for Chicago, Teach for America, and Urban Teacher Corp. These
are the programs that cater to career changers. Several of the participants were forced to
change careers due to the unstable economy and thought teaching was a great alternative.
They were very pleased with their choice and were happy to be able to serve kids in that
capacity because of these types of alternative-route programs. Some mentioned if they had
known more or the truth about teaching, they might not have chosen their previous careers.
There are some alternative programs that are doing the job and producing quality teachers not
only for the urban schools; rural and suburban areas get to take advantage of those employees
who choose the teaching path as well.

Research Question B

What challenges do African American male teachers face as they pursue a teaching
career?
African American men are not in the education field, and this is partly due to the low
numbers interested in teaching and a record number dropout rate (Bell, 2014; Clements, 2013;
Tyler & Lofstrom, 2009). They have low entry numbers into higher education college
programs. Whether they were preparing for student teaching or their first teaching
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assignment, not being prepared for the culture and climate is a very tough thing for a new
teacher to deal with on their first day teaching.
The participants believe teacher education programs should explore ways to
incorporate the experience and history of people of color within their programs. This would
allow all teacher education students to be prepared to teach, integrate this knowledge into
their curriculum, and motivate students of color (Bireda & Chait, 2011; Gay, 2002; Talbert
and Goode, 2011; Waid, 2004). There is no denying Black schools provided African
American students what they needed to be academically and socially acceptable and
successful.
There is also no denying that within these schools, African American teachers,
particularly males, were able to incorporate culture, history, and their unique teaching and
learning (Milner & Howard, 2004). According to Kunjufu (2011), the nation has to look at
the design of classrooms and get comfortable with the fact that the female teaching and
learning styles and how they manage their classrooms may not fit all males. Even at the
higher education levels, pre-service and in-service programs cater to the needs of White
female teachers (Gay, 2000).
Based on how teacher education programs are currently structured, many of the
students are not prepared to resolve culture conflict that may arise in the classroom.
According to discussions with Reggie, W.C., and Randy, three of the participants in the study,
these cultural conflicts include miscommunication, student withdrawal, disruption in the
learning process, family responsibility, and everyday learning. Efficacy-building activities for
pre-service teachers are necessary strategies to resolve culture in special education programs
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(Milner, 2006, 2012; NEA, 2014a). Siwatu and Starker’s (2010) quantitative study examined
pre-service teachers’ ability to resolve a culture conflict involving an African American
student, whether they were properly prepared to handle conflicts, and whether teaching selfefficacy beliefs that are culturally responsive to determine if cultural conflicts are the reason a
disproportionate number of African American students are in special education.
According to Cunningham and Watson (2002), the major barrier to men becoming
teachers is society’s belief that men are not capable of caring for kids; they don’t have
sensitive skills like females to work with younger children, making it difficult to attract and
recruit them into teacher education programs. Allegretto and Tojerow (2014) said a teacher’s
salary is substantially less than other professional careers. Historically, males were the main
income source for the household. This explains why careers in fields such as law, medicine,
labor, or sales were their first choice. Women who were interested in getting out of the house
or earning their own money or supplementing the family’s income became teachers. Keeping
in mind the fact that society still sees men as the major breadwinner, with the teaching salary
being so low – approximately $59,000 (ISBE, 2013) – one can understand why it is not the
first choice of many men.
It is said that pay is a much bigger problem when recruiting for primary teacher roles,
as they make significantly less than middle school and high school teachers; this is the reason
why 50% of the teachers are at higher levels (Snyder & Dillow, 2012). It doesn’t help that the
salaries are different based on the state, region, and even county. Using surveys and
population counts between 1996 and 2012 and current budget constraints, the US Bureau of
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Labor Statistics suggests that student achievement could be directly tied to pay or the inability
to recruit quality teachers due to pay (Allegretto & Tojerow, 2014).
Throughout the interviews, participants talked about the teaching salary. Every
participant mentioned that they were underpaid or that they wished the pay was a little better.
More than the lack of innovation, the lack of students’ family support and doing what society
deems female work, the challenge of being paid less than your peers was a challenge, even
though they enjoyed working with their students. When it comes to working with kids and
helping improve their lives, money doesn’t seem as important. Some of the participants
admitted to accepting roles for jobs because the pay was good initially. Coach B and Randy
also admitted to leaving previous careers to do work that mattered, where the rewards were
much greater than dollars, and to have an impact on students that could last a lifetime.
Randy, one of the study participants, spoke about “hands off” for male teachers and
understands that there are certain boundaries for men versus women in education. Randy
mentioned being a character witness for another Black male teacher from Africa who was
falsely accused of inappropriate touching. His colleague was cleared, but he realized after
teaching for several years that there are more risks for African American males compared to
any other demographics.
Parental involvement in the school system is a very important aspect in a student being
successful. McNeal (2014) recently found that some forms of parent involvement have a
great effect on attitudes, behaviors, and achievement and that parent involvement effects on
attitude and behavior are more than parent involvement influences on achievement (McNeal,
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2014). The participants believe that if parents were more supportive, they could help improve
student behavior and then greater academic achievements would soon follow.
In some cases, kids aren’t reaching their full potential because the parents are not
engaged. Reggie, one of the participants, repeatedly said, “We are combating culture.”
Teachers have to address what is going on in the real world. They have to understand the
background of their students and what they are subjected to on a daily basis. That may include
having a parent organization that works differently based on the culture served.
Educating kids is a bit more challenging than most careers, as most participants
quickly found out. There are many rules and regulations that must be followed when
educating minors in a public education system, specifically for special education curriculums
and cultural preparedness. Understanding that the education field is very structured with the
common core standards, as it should be, many of the participants believe it is time to make a
change in order to make the education field more attractive and to recruit and retain more
qualified teachers.
The ability to incorporate technology into the classroom will play a huge role in
attracting teachers, as some of the participants mentioned. Beside the technology and giving
the teacher and students more freedom to create, the assumption that men are not as good as
women in the lower grades because they are not nurturers is another challenge that was
mentioned by quite a few of the participants.
Research Question C

What type of support systems do African American males have as they pursue their
teaching career?
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According to Cherian’s (2007) study on learning to teach, novice teachers should be
guided and supported by mentors to help them become familiar with their responsibilities and
to learn how to reconstruct curriculum, develop mastery of subject matter, and impart
knowledge. Wentzel, Baker, and Russell’s (2012) study highlighted that the support of peers
helps one succeed in the classroom.
African American males are definitely needed as role models, especial for boys who
look like them. Rainey’s (2012) article highlights the importance of a positive role model
whom students can emulate, specifically in urban communities where this is lacking. Not that
role models are lacking in these community, but there is a lack of positive role models. Some
kids growing up in urban communities are influenced by negative role models every day, but
it is positive role models that can make them productive citizens. This is what many of the
participants believed and why many of them became teachers.
Most people who have experienced some form of success can look back to their
childhood and pinpoint one person from their primary and secondary years who had an impact
on their lives. That is true for the participants in the study as well. They realize that there are
very few Black male teachers coming down the pipeline and that they had to take their job
very seriously because there are students depending on them for support and encouragement.
Teachers in general are considered role models, but for African American males, it is a
privilege to give back in that way. According to Bandura’s (1989) social cognitive theory,
students will copy behavior regardless of the situation. The goal is for it to be a positive
experience so that students reach their full potential and also see someone in authority who
looks like them. One of the themes that came out of the study was the importance of building

156
relationships with all education stakeholders, including continuing to partner with women and
teacher education programs, students, and parents.
Mentoring is successful when it is supported by the teachers, school districts, and state
boards of education. The mentoring programs can be a valuable support system, particularly
when the mentors are committed to coaching and helping guide the employees. In-house
mentoring programs can assist with social interactions, improving the attrition rate for
teachers of color, and as a way to support and retain African American male teachers who are
in the system. The participants from the study suggest that mentoring relationships come in
various forms and not necessarily from someone directly tied to a classroom. Participants also
suggested that mentoring can make or break a teacher, particularly in the early years of his
career. The study supports the belief that Black male teachers and coaches are key supporters
of the K-12 education system.
Mentoring and coaching are different, but they both serve a purpose that requires a
protégé and an individual willing to share information or to catapult someone to the next level
(Ellinger, in press). If these two approaches are used in education, it can change a person’s
life, according to Reggie, Marvin, and W.C., and help them to be successful teachers and
administrators. According to Ellinger (in press), coaching and mentoring can be a useful tool
for new teachers. It can be used informally or formally to introduce new teachers to teaching
methods, classroom management, professional development, networking, support and
encouragement, and introduction to movers and shakers in the school and the school district.
Research Question D

How do African American male teachers describe their experiences as teachers?
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According to Milner and Howard (2004), with the Brown vs Board of Education
decision calling for desegregation of schools, African American males went from being
teachers to being principals responsible for disciplinary actions. This change of role created a
disconnect between African American teachers and principals and African American male
students. Prior to the decision, Wells-Wilbon & Holland (2000) noted that male teachers
managed the classroom in such a way that they were able to teach, provide opportunities for
their students, and encourage the male student. Today, this belief that males should be the
disciplinarian continues, yet there are male teachers who see their role as teachers, coaches,
and mentors for young men, especially for African American young men (Milner & Howard,
2004). They believe they should help mold the child at the very beginning, instead of being
called when there are disciplinary issues.
Many teachers get burned out, some feel that they have done all they can do, and some
feel they need to move to the next level so they can be at the conference table. For this study,
the average years of teaching was 13.6 (Appendix F), and 90% were interested in becoming
administrators. They admitted that they would like to stay in education to continue helping
kids, but they want to do it as an assistant principal, principal, counselor, or superintendent.
The participants in the study were mostly middle school and high school teachers,
though two of them had experience teaching in the lower levels and enjoyed working with
younger children. Lex stated several times that it did not matter the age or the grade of the
student, as long as he was teaching. He was the only one who enjoyed teaching the younger
students; the other participants preferred to teach the older children.
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The six participants who taught in suburban schools talked about being the only one in
the building and possibly the only one in the entire district. Some of the participants
mentioned how they would be challenged by other ethnic groups of students questioning their
knowledge of the subject area and being the first Black male teacher for a lot of students. For
example, the Illinois Report Card (2014) reported that one school district has over 18,000
students, approximately 8% of whom are Black, and 1,043 teachers, three of whom are Black.
Of the three Black teachers, only one is an African American male, which is less than one
percent. If this is the reality in Illinois, how does that play out across the United States? There
is a lot of work to be done due to a long history of racial inequality in the country.
Every participant in the study expressed their passion for helping kids, especially
Black boys. They were willing to put in the extra time needed to assist students and help
them move from extrinsic motivation, which is making the minimal effort, to intrinsic
motivation, which is to process the information more deeply (Pew, 2007). The best way to
help students grow is to support them in the classroom first and to have someone who looks
like them either as their teacher or on the staff. Participants stated that having someone look
like them is a great motivation for keeping a student engaged long enough to graduate and
possibly choose a career.
In conclusion, African American males should continue to pursue degrees in teacher
education. They should investigate all the available areas of teaching such as early childhood
education, elementary education, kinesiology, physical education, and special education
careers, as well as support and administration. They are needed as role models and mentors
for other African American males. When there are challenges to overcome, such as cultural
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preparedness in teacher education programs, lack of innovation in the classroom, male handsoff policies, lack of parent support, and low pay, the focus should be on the positives, like the
success of support groups of African American male teachers who enter the education field.

Limitations

The limitations of the study are worth mentioning. The researcher used a small sample
size of teachers from only three of 50 states, so the findings should not be generalized to all
African American male teachers across the country. The findings may be unique to the
participants in the study.

Implications and Conclusions

Education in the United State is different from other countries due to the individual
states having the responsibility to educate the public from kindergarten through twelfth grade
(Thattai, 2001). The federal government may provide funding and mandate programs for the
states to administer, though they are not responsible for the K-12 education. All states have a
Department of Education which has the primary responsibility for monitoring and funding
free and appropriate public education. For example, the Illinois State Board of Education has
the duty to oversee education in the state of Illinois with a goal and mission to provide
leadership and resources to prepare every student to succeed in careers or higher education.
This cannot be done if there isn’t an even playing field or the opportunity to enter a teacher
education program. There have been many educational struggles and challenges African
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Americans had to face, especially African American males. It is the responsibility of the state
government to fix some of these issues with guidance and help from the federal government.
The main goal of this research was to address the shortage of African American male
teachers by understanding their lived experiences. The teaching staff of African American
men is getting older, which means that there is a much greater and more urgent need to recruit
qualified Black males into education than previously thought. Even for this study, there were
no participants under 35. This snowball approach only produced like participants in a similar
age group.
Three findings were identified in this study: 1) women are a big part of education and
should play a major role in recruiting and retaining males, specifically Black males, at all
levels of K-12 education; 2) culturally responsive training should be encouraged for all levels;
and (3) a campaign should be developed to promote teaching careers similar to the way sports
and other professions are promoted.
Female family members or female friends are the biggest supporters of African
American men entering the field of education. Ironically, women are the majority in the
teaching field. If they are the majority, they absolutely will have to be the group to assist with
recruiting and retaining more men. This study’s finding is that women in education have to
understand the importance of having males enter and stay in K-12 education system. Boys
and men alike are crucial to the success of the nation competing with other nations in areas
such as technology, science, and engineering, and they cannot do this if they don’t have a seat
at the table.
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Another finding is the need to incorporate culturally responsive classes and seminars
for all entering education, including refresher courses offered as professional development to
those who have been teaching mostly affluent and majority students. There is a need to
understand that groups learn differently, and that includes boys compared to girls and Blacks
compared to Whites (Kunjufu, 2011). Once we come to an agreement that there are
differences, we can work on race relations and put together plans to ultimately and efficiently
educate all with rigor, not just the suburban, but the urban students as well. This will require
conversations with all groups, regardless of race, creed, or disability. At a minimum, the U.S.
has to have a discourse on the underrepresentation of African American male educators, look
at career development programs in education for improvements to teaching, and present
education as an attractive and first-choice profession (Kalchik & Oertel, 2010).
Finally, local, state, and federal policymakers should begin to take action related to
recruiting African American male teachers. This can begin by sponsoring a primer outlining
education so people truly understand what it means to be an educator. There aren’t real
marketing campaigns to recruit and attract African American male teachers. Because society
considers it a female job, it is almost difficult for men, let alone African American men, to get
into the field because they have no idea that they can do this job or even want to contribute.
They have no way of knowing this is the job for them unless they happen to grow up in an
environment where teaching is the job of choice.
The campaign can help the younger generation understand how salaries work in
education and that there are many opportunities to increase salaries over the years through
extracurricular stipend roles. Not everyone understands how salaries work, and developing
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the primer could clear up some misperceptions on what a teacher’s salary looks like in the
beginning, mid-career, and near retirement age.
If information could improve test-taking skills in the future, because not enough
African American males are in the classrooms to serve as role models, that information should
be analyzed and studied. It may be determined that academic counseling and social,
economic, and tutoring support is necessary to reduce dropout rates (NEA, 2014a).
Mentoring is a highly researched topic and is known to be a very successful way to
develop careers, yet there isn’t much data to support African American male teachers through
their first years, including pre-service. They are not supported enough through a mentoring
initiative offered by the school district or the school associations. Mentoring is one-on-one
support where the experienced employee takes the time to groom the younger and less
experienced individual (Kram, 1985). This type of support is encouraged by school districts to
better prepare classroom leaders of the future through extensive training provided by master
teachers or lead teachers who are comfortable sharing the knowledge they have gained over
the years as teachers.
There is definitely a need for more research in the area of e-mentoring with a strong
presence of social media in the 21st century and the true motivations for coaching and
mentoring. Coaching and mentoring do not always have to be a face-to-face interaction
(Ellinger, in press). According to Mullen (2009), “Mentorship historically involves training
youth or adults in skills building and knowledge acquisitions, both inside and outside of
education” (p. 15). This can take place online or offline.
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Women will always play a major role in education as mentoring support for novice
teachers. They now have to be involved in recruiting and retaining males, specifically Black
males, at all levels of K-12 education; endorsing culturally responsive preparedness in the
classroom and beyond; and promoting teacher careers through social media in the beginning
and then more aggressively with radio and television as a long-term strategy as a way to
attract and retain quality candidates.
Recommendations to School Districts and Teacher Education Programs
This study’s findings recommend that school districts partner with teacher education
programs to grow your own teaching staff and provide input or partner with teacher education
in developing better cultural preparedness curricula, including sensitivity training. School
districts have opportunities to grow and produce teachers from within (Bireda & Chait, 2011;
Constantine et al., 2009). This allows minorities to get an introduction to teacher education
while in high school. This is where diversity, equity, and inclusion can really make an impact
through carefully designed social groups in the buildings. If the school districts are connected
to teacher education programs, they have the opportunity to fully engage and make the best of
the experiences with student teachers who are familiar with the culture of the district and how
administration works.
The goals have to include preparing new teachers and assigning a host teacher who
understands the importance of diversity in the classroom. The partnership with teacher
education and administration is imperative to the success of any strategy designed to improve
the shortage of African American male teachers.
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Along with partnering with local school districts, teacher education has to teach preservice teachers how to handle cultural conflicts. Teacher education programs need to offer
student teachers the opportunity to enroll in some form of sensitivity training so they have an
understanding of the children they are teaching. Teacher education programs have to take the
initiative and add diversity programs and workshops in order to prepare pre-service teachers
for the future (Angus & de Oliveira, 2012). If we have to do more to recruit in difficult-tostaff areas, there should be a concerted effort to bring in highly qualified candidates, and that
includes having culturally responsive teachers from the very beginning. This requires better
partnerships with school districts and state boards of education on what is really happening in
the classroom for all demographics.
Regularly modeling best practices is a major component to a successful teaching
preparedness program (O’Hara & Pritchard, 2008), as well as developing and integrating a
knowledge based on cultural diversity to help the next generation of African American male
educators (Gay, 2002). It is a positive way to fix a broken system and help with recruiting and
retaining qualified minority teachers of whom there is currently a shortage in most public and
private school systems across the United States.
McGlamery and Mitchell (2000) highlight that teachers and students must both make
changes in practices and beliefs toward active recruitment, and peer support will make it
easier for a teacher to persevere and continue in the field. The data reveals that retaining a
teacher is costly due to the fact that thousands of teachers are leaving to pursue other
opportunities due to working conditions (Lau, Dandy, & Hoffman, 2007). In order to compete
with other careers, teacher education has to be more inclusive and address issues of salaries in
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hard-to-staff areas to increase the number of quality teachers, regardless of the path taken to
become a teacher. Depending on the experience and the desire of the school district to grow
their own, it really makes sense to promote the field from within and introduce programs
designed by teachers to recruit students of color as early as middle school (Miller & Endo,
2005).

Recommendations for Future Research

The following are recommendations regarding the experiences of African American
males who decide to become teachers regardless of the reputation and lack of status the title
holds. There should be other studies on African American male K-12 educators that looks at
what motivates them and their challenges, support systems, and experiences.
This study should be repeated as a mixed-method study to focus on prospective
teachers. The study design should be similar, but with the addition of a survey questionnaire
for high school students interested in becoming teachers and designed with interview guide
questions for teacher education programs. Understanding the numbers entering higher
education programs or recruited through traditional routes can help explain the potential cause
of the shortage of African American males in education.
Another recommendation for future researchers is to look at this same study for
African American teachers in the southern, mountain, and western states. It would be ideal to
have a larger sample population because of the size of the regions. Snowball was a great
approach, but care should be taken as the participants may have similar experience because
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they have lived and worked in similar systems. The goal is to understand how they got there
and, at the same time, identify solutions to improve the numbers, if possible.
Surprisingly, a great deal of the literature on this topic is from other countries. Future
research can be done at a global level, starting with European counties. Euro-African systems
are having the same problem of attracting and retaining Black male teachers. It would be ideal
to look at and compare the similarities and differences since Europe is known to value the
teacher role.
Thoughts and Reflections

The goal of the research was to understand how African American males pursue
careers in K-12 education. The research sought to gain information on how to recruit more
minorities in the field, especially African American males. At every level of education, there
is a need for more diversity at the head of the classrooms, specifically at the younger grades
where role models are needed.
I often wondered why there were few African American male teachers in K-6 grades.
Though I often feel it is a choice to give back in that way, I feel more African American
males should accept the calling to become classroom leaders. Growing up in a small, rural,
impoverished coal-mining town, it wasn’t easy to complete all education requirements for
secondary education. But I have often wondered why the majority of the women from this
town are often educated at higher levels compare to the Black males.
I have had four brothers and four sisters who all grew up in the same town and same
school system, yet all have different statuses in the world today. Most of my brothers are
barely high school educated and have had multiple run-ins with the authorities, while the
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majority of my sisters have completed multiple degrees, including master’s degrees. As
mentioned earlier, everyone had the same opportunity growing up in the same town.
I believe that there are few men in the classroom to guide the boys causing them to be
misplaced and sometimes misunderstood by female teachers. The research shows that African
American male students are overrepresented in special (alternative) classes and often
identified for special education (Milner, 2007), and this can be directly tied to the shortage of
African American male teachers. This is in line with my own observation growing up in rural
West Virginia in the 70s and 80s when most African American boys were in special education
classes.
African American boys are not having the best time with adolescence, and the family
life complicates the issue, so they need someone at school to help them transform their lives
while they are students (Brown, 2009). The country as we know it will continue to decline if
we do not find a way to address this issue with boys, and not just African American boys.
After conducting the study, I believe relying heavily on women as the majority of teachers in
the K-12 system is probably the biggest problem with education, and this has a negative
impact on all who are currently in the system, including White students.
Women are nurturers, and they can help guide in similar ways, but young boys need to
see a person who looks like them on a regular basis and in positions of authority, someone
who can understand what he is going through as a male. Women cannot be all things to all
people and, as a society, we have left the burden of educating the majority of the kids in the
U.S. up to women. They just cannot do it alone.
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We have to take the time to study this subject closely. Boys need male role models,
whether Black, White, or Hispanic. It truly only takes a positive influence to change a person
for the better. For the many reasons stated above, this nation needs to recruit and retain more
African American male teachers for all students to have a complete education in the country.
We need more minority teachers, and not just for the Black or Hispanic kids; we need them
for the White kids, too.
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Passed all Four Subtests
2013

2012

2010
47%

41%

41%

39%

36%
31%

30%
21% 23%
16%

25%
19%
12%

All

34%

African
American

Hispanic

14%

Asian/Pacific
Islander

Illinois Test of Academic Proficiency (ISBE, 2013)

White
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Interview Guide
1. Tell me about yourself. Where did you grow up? Tell me about your educational
experience? What is your background (both academic and work experience)?

2. What are your short (1 to 3 years) and long term (5 to 10 years) goals?
3. Tell me why you wanted to become a teacher, what was the motivation?
4. How did your background lead you to this position?

5. What research did you do on teaching programs prior to being accepted into the
program you completed? What did you learn?

6. How did you find out about the teaching program you completed? Why did you
decide on this particular program?

7. Describe the type of school you envisioned teaching at once you completed your
educational requirements. (Public, Private, Magnet, Charter, or Others)

8. Describe the challenging and least satisfying situations faced in your teacher
education program. What were the challenges as a student teacher?

9. Describe the challenges faced in the classroom as a teacher?
10. Was your decision to become a teacher influenced by a mentor, teacher, family
member or career development center? Explain.
11. What is your experience with mentoring? Were you mentored? Did you mentor
other teachers?
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12. How did you land your first teaching job? Was it through a networking/support
group?
13. Tell me about an African American male teacher you had. Was it K-12 or College?
14. What have you learned while teaching in the K-12 education system?

15. What have your experiences been with student, parents, and others in education?
16. What do you wish you had known about the teaching field before entering a teacher
education program?

17. How do you see jobs in this field changing?

18. What does it take, in your opinion, to be successful as a teacher? Elementary,
Secondary?

19. What advice would you give someone entering the field? What would you say to a
prospective teacher?

20. What are your thoughts on the shortage of African American male teachers?

21. What else would you like to share with me?

22. Can you tell me about other African American males educators that you would
recommend as part of my research? May I use your name?
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Interviewer’s Script – Introduction
Title: A Study of African American Males Experiences in the K-12 Education System
Thank you for showing interest in participating in my study. I want to talk to you
about your experiences as a K-12 educator. The interview should not take more than 90
minutes to complete and it will be audio recorded. The in person interview will be at the
location of the participant’s choice. As a participant in this study, you have an option to be
interviewed by Skype, if Illinois is not your residence. If you have been a teacher for a
minimal of four years, complete this short questionnaire and forward to my attention with a
copy of your most recent résumé, if available.
Your Name:
Contact information:
Availability:
When are you available to meet in May, June, July, and August?
Please contact me to setup an interview time or if you have questions about this research
study.
Thanks for participating in the study.
Sherry Reynolds-Whitaker
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Interviewer’s Script – Introduction (body of email)
Title: A Study of African American Males Experiences in the K-12 Education System

Hello Participant!
You were referred as a great candidate to participate in my study. I'm working on a
study of African American male teachers in the K-12 system. Please find attached the
introduction script and a copy of the approved IRB consent form that is required prior
to interviewing a participant. At your convenience, let me know what date and time
works best for you.
Skype is an option, if you do not live in the Chicagoland area, so we can set up a
meeting any time you are available. Also, let me know if there are others who would
like to participate as well.
I look forward to hearing back from you. Thanks in advance for considering to
participate in this study.
Thank you,

Sherry Reynolds-Whitaker
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Interviewer’s Script – Opening Protocol
Title: A Study of African American Male Experiences in the K-12 Education System
Thank you for agreeing to this interview. I am doing a study on African American
male teacher’s experiences and would really like to hear your views. The interview is
scheduled for 90 minutes and it will be audio recorded. You were referred by a colleague or
acquaintance that mentioned you are currently a K-12 teacher or were a K-12 teacher.
You have the right to refuse to answer any questions and can end the interview at any
time. I will start by asking basic demographic questions:
1. What is your teaching status?
2. How old are you?
3. How many years as a teacher?
4. How many years in current role?
5. Where is your residence?

Thanks again for participating in the study.
Sherry Reynolds-Whitaker
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Consent Form
You are being asked to participate in a research project designed by Sherry ReynoldsWhitaker at Northern Illinois University, DeKalb, Department of Counseling, Adult and
Higher Education.
The purpose of the qualitative study is to explore the experiences of African American male
educators as it relates to the small numbers of African American males in K-12 education.
The study will examine the reasons for entering the field and is intended to provide
information on programs that consistently supported those pursuing teaching degrees and
certificates in the College of Education as well as bring awareness to the roles recruiting and
mentoring played in helping African American males to succeed as educators.
The researcher will interview no less than 10 teachers that have taught in the K-12 education
system for at least 4 years. The meeting will take place at a mutually agreed upon location for
60 to 90 minutes and will be audio taped and recorded. If you agree to become a participant in
this study, your name and identity will not be used in the study. To assure complete privacy,
all records will be kept in a safe and locked file cabinet with a separate locked location for
consent forms. Also, pseudonyms will be used for all written and presented work to further
protect the identity of the participant, as well as erasing all recordings once the research
project has concluded. The signed data consent forms will be destroyed seven years after the
completion of the study.
This interview is voluntary and any participant may refuse to answer any questions at any
time during the research, including withdrawing as a participant. You will be asked several
routine questions for a study of this nature, such as history and background, and education
experiences. The goal is to add to the body of knowledge by involving those that have been
African American male teachers.
Please contact the researcher if you have questions about this research to Sherry ReynoldsWhitaker of Northern Illinois University at slrw2@comcast.net or (630)546-7457 or faculty
advisor, Dr. LaVerne Gyant of Northern Illinois University at lgyant@niu.edu or (815)7531423, and Northern Illinois University’s Research Compliance Manager at (815)753-8588
regarding rights as a research participant. Your signature below indicates you have consented
to taking part in this research study.
Signature of Investigator
__________________________________Date___________________
Signature of Interviewee
__________________________________Date___________________
Sign Audio Record Consent Investigator
_______________________Date_________________
Sign Audio Record Consent Interviewee
_______________________Date_________________
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Audit Trail
May 21, 2015 Received Human Subject Approval (IRB approval Protocol # HS15-0172)
May 24, 2015 – Emailed Introduction Script and Approved Consent Form sent to 10
prospective participants
May 24, 2015 – Received a reply and scheduled a meeting with participant (2)
May 27, 2015 – Emailed Introduction Script and Approved Consent Form sent to 3
prospective participants
May 29, 2015 – Emailed Introduction Script and Approved Consent Form sent to 2
prospective participants
May 29, 2015 – Received a reply and scheduled a meeting with participant (1)
May 31, 2015 – Emailed Introduction Script and Approved Consent Form sent to 3
prospective participants
June 2, 2015 – Emailed Introduction Script and Approved Consent Form sent to 1 prospective
participant
June 4, 2015 – Emailed Introduction Script and Approved Consent Form sent to 1 prospective
participant
June 5 2015 – 11:30 am appointment with Jeff, interview completed and consent form signed
June 9, 2015 – Emailed Introduction Script and Approved Consent Form sent to 1 prospective
participant
June 11, 2015 – Emailed Introduction Script and Approved Consent Form sent to 3
prospective participants
June 12, 2015 – Received a reply and scheduled a meeting with participant (3)
June 12, 2015 – 9:00 am appointment with Lex, interview completed and consent form signed
June 16, 2015 – 12:00 noon appointment with Coach B, interview completed and consent
form signed
June 18, 2015 – Emailed Introduction Script and Approved Consent Form sent to 1
prospective participant
June 20, 2015 – 11:00 am appointment with Reggie, interview completed and consent form
signed
June 20, 2015 – 2:00 pm appointment with Paul, interview completed and consent form
signed
June 24, 2015 – Jeff and Lex’s interview transcriptions (2)
June 24, 2015 – Emailed Introduction Script and Approved Consent Form sent to 1
prospective participant
June 24, 2015 – Setup Data Analysis in Excel for interview participants
June 24, 2015 – Reviewed data for first 2 interviews, added data to excel workbook
June 25, 2015 – 6:00 pm appointment with Marvin, Skyped interview completed and verbal
acknowledgment to complete interview and to be recorded
June 27, 2015 – 10:00 am appointment with Randy, interview completed and consent form
signed
June 27, 2015 – 12:00 pm appointment with W.C., interview completed and consent form
signed
June 28, 2015 – Paul and Coach B interview transcriptions (2)
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June 29, 2015 – Emailed Introduction Script and Approved Consent Form sent to 3
prospective participants
June 30, 2015 – Reviewed data for 3rd and 4th interviews, added data to excel workbook
June 30, 2015 – Reggie’s interview transcription
July 1, 2015 – Reviewed data for 5th interview, added data to excel workbook
July 2, 2015 – Reviewed data for 6th interview, added data to excel workbook
July 6, 2015 – 12:00 pm appointment with Trey, interview completed and consent form
signed
July 6, 2015 – Randy’s interview transcription
July 7, 2015 – 3:00 pm appointment with Daniel, interview completed and consent form
signed
July 15, 2015 – Trey’s interview transcription
July 17, 2015 – Emailed Introduction Script and Approved Consent Form sent to 1
prospective participant
July 17, 2015 – Daniels’ interview transcription
July 18, 2015 – Reviewed data for 7th interview, added data to excel workbook
July 20, 2015 – W.C. and Marvin’s interview transcriptions
July 25, 2015 – Reviewed data for 8th, 9th and 10th interviews, added data to excel workbook
July 26, 2015 – Color coded data (Red - repeated throughout, underline – great points, bold
red new concept, bold read underline - very important point(s); Sort according to research
question
July 20 thru 29, 2015 – Analyze Data
July 30 and 31, 2015 – Identify Themes (Write Memos)
August 1 – Forward Copies of Transcribed Data to all Participants to Review and Make
Corrections
August 1 thru 7, 2015 – Write Chapter 4
August 8 thru 14, 2015 – Write Chapter 5
August 17 – Go Over Chapter 4 and Chapter 5 with Dissertation Chair
August 18 – 24 – Make Recommended Changes
August 25 – Forward Draft Copy of Dissertation to Committee Members
September 16 – Dissertation Meeting with Committee Members
Sep. – Oct. 7 – Make Recommended Corrections
October 7 – Forward Revised copy to Committee Members
October 15 –Dissertation Meeting with Committee Members
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Participant Data and Identification Codes
ID
Code/
Name

Work
Location

#Yrs in
Current
Role

College
Attended

Highest
Level of
Education

Subj/Gr
Taught

Substitute

Extra
Curricula/
Other

# Years
Taught
Elem

# Years
Taught
Middle
School

# Years
Taught
High
School

Total #
Years
Taught

Age

Live

Jeff

38

Aurora, IL

West
suburb, IL

13

Southern
University
(HBCU),
Baton
Rouge, LA

MA

English

No

Coaching

0

0

14

14

Lex

38

St.
Charles,
IL

West
suburb, IL

6

Knox
College
Galesburg,
IL

MA

3rd Grade,
Tech

No

Coaching

4

3

0

7

Coach B

42

Merriville,
IN

Merriville,
IN

10

Indiana
State
University

MA

PE/Health

Yes

Coaching

0

10

0

10

Reggie

41

Chicago

Chicago

2

Chicago
State
University

MA

Science

Yes

Asst.
Principal

5

12

0

17

Paul

39

Chicago

Chicago

4

Columbia
College, IL

MA

Language
Arts

Yes

None

1

4

0

5

Marvin

44

Maryland

Oxon Hill,
MD

17

Bowie State
University,
MD

MA

PE

Yes

Coaching

0

4

17

21

Randy

56

Chicago

No longer
in
education

11

Chicago
State
University;
Xavier
University;
Walden
University,
IL

MA

Science

Yes

Chess

0

0

17

17
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ID
Code/
Name

Age

W.C.

Substitute

# Years
Taught
Elem

# Years
Taught
Middle
School

# Years
Taught
High
School

Total #
Years
Taught

Live

Work
Location

52

Chicago

Chicago

3

University
of Illinois,
Champaign;
DePaul
University

MA

Special
Education

Yes

None

2

15

0

17

Trey

36

Chicago

Chicago

10

Howard
University,
DC;
Jackson
State
University,
MS

MA

Special
Education

Yes

None

0

10

0

10

Daniel

40

Chicago

Hammond,
IN

6

Chicago
State
University

Ed.D

Biology

Yes

None

2

6

10

18

14

14

Total
Years
Average
Years

4.6

8.2

College
Attended

Highest
Level of
Education

Extra
Curricula/
Other

#Yrs in
Current
Role

Subj/Gr
Taught

1.4

6.4

28

5.8

56

13.6
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